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EQUAL  EMPL OYME NT OP PO RT UN ITI ES IN CUR REN T DRUG ENFORCE MENT AGE NCIES
W ED N ESD A Y , M AY 2, 19 73

H o use  of  R e pr e se n t a t iv e s ,
S ubco m m it tee  N o . 4 of  th e  

C o m m it tee  on  t h e  J u d ic ia ry ,
Washington , D.C.

The subcom mi ttee met  at  10:05 a.m ., pu rsua nt  to call, in room  
2226, Ra yb ur n House  Office Bui lding, Ho n. Do n Ed wa rds [chairm an 
of the  sub com mittee ] pres iding.

Presen t: Re presen tat ives  Ed wa rds, Dr inan , Range l, McClo ry, and  
Butler .

Also presen t: Alan Pa rker,  counsel; Rut h (). Robinson , as sis tan t 
counsel; and  Mic hae l W. Blo mm er, asso cia te counsel.

Mr . E dw ar ds . Good  mornin g. Th e subcom mi ttee will now come to 
orde r.

We are pleased to have  with us th is mo rning  Mr. Jo hn  E . Ingerso ll, 
Di rec tor  of the  Burea u of Na rco tic s and Da ngero us Drugs (B XD D)  
of the  U.S. D ep ar tm en t of J us tic e, and Mr. Ke nn eth  J.  Sta llo,  Direc 
to r of Personnel  and Train ing of the U.S. Dep ar tm en t of Justi ce . 
Mr . Ingerso ll, who will rea d the  prepared  sta temen t, is a former chief 
of police  in Ch ar lo tte , N.C. , and  also a former res ide nt of Califo rnia.

He  has  served  as BN DD Dire ctor  since 19 68 . At  the  tim e of his 
ap po in tm en t he was hailed by  Atto rn ey  General  Ra ms ey Cl ark  as a 
ma n who would br ing  yo uth,  vision,  expe rience, leadership, and  
toughness  to the  tas k. Mr. Ing ersoll ’s educational bac kgrou nd is in 
the  field of crim inology where he ha s pursu ed advan ced  stud y and  he 
is a form er exe cut ive  of the  In te rn at io na l Associa tion  of Chie fs of 
Police.

Accom pan ying Mr. Ingersol l is Mr . Ke nneth  J. Sta llo who has  
served in his presen t positi on since 19 67 . Mr. Sta llo,  who is a pa st 
presi dent of the  Socie ty of Per son nel  Ad mi nis tra tio n, has worked in 
the  field of person nel  and tra in ing since  19 49 . He has  been  emp loyed 
by  several  Federal  Go vernme nt agencies inc lud ing  the  Ve terans ’ 
Ad mi nis tra tio n, the  Dep ar tm en t of the  Army, the  Federal  Aviat ion  
Agency, and the Dep ar tm en t of He al th , Ed uc ati on , and  Welfare.

The su bjec t of the hea ring this mo rning in accordance with the  
jur isd ict ion  of the  subcom mi ttee will be cu rre nt  emplo ym ent oppor
tun ities  ava ilable  to minor itie s in BN DD. The subcom mi ttee is also 
equ ally anx ious to he ar  tes tim ony on affi rma tive act ion  pla ns  for the  
proposed  Dr ug  Enforc em ent A dm ini str ati on  (DE A) which  if ap pro ved  
by  Congress will be comprised of BNDD, the  Office of Dr ug  Abuse 
Law  En for ceme nt,  the  Office of Nat iona l Na rco tics Inte lligence 
and transfer red  special age nts  from the  Burea u of Cus tom s, according to 
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Reorganization Plan No. 2. Since approximately 500 Customs special agents will be transferred to DEA under the proposed Reorganization Plan No. 2, I have requested of them the following: A copy of all affirmative action programs of the Bureau of Customs; a statistical breakdown by race, sex, national origin, and age of the presently employed Customs special agents; a statistical breakdown by race, sex, national origin, and age of the approximate ly 500 Customs special agents to be transferred to the Departmen t of Justice under the proposed reorganization; and biographical information on Mr. Vernon D. Acree, Commissioner of the  Bureau of Customs, and Mr. Rector L. Smith, Director, Office of Equal Opportunity program. This requested information has not been received presently, but if there are no objections, it will be entered into the record upon receipt.
We welcome both of you to this hearing and are anxious to hear your testimony.
I would like to yield at this moment to Mr. McClory from Illinois. Mr. McClory. I have no stat ement at this time. I am looking forward to the testimony this morning.
Than k you.
Mr. E dwards. Mr. Rangel.
Mr. Rangel. Than k you. I would like to say that Mr. Ingersoll and Mr. Stallo of the Bureau of Narcotics and Dangerous Drugs have been very cooperative over the years, long before I came into the Congress. I went to thank them for taking time out to share their problems with us.
Mr. E dwards. Mr. Ingersoll, you may proceed with your sta tement.

TESTIMONY OF JOHN E. INGERSOLL, DIRECTOR, BUREAU OF
NARCOTICS AND DANGEROUS DRUGS, DEPARTMENT OF JUSTICE;
ACCOMPANIED BY KENNETH J. STALLO, DIRECTOR, PERSON
NEL AND TRAINING, DEPARTMENT OF JUSTICE, AND JESSE
GALLEGOS. ACTING EEO OFFICER

Mr. I ngersoll. Mr. Chairman and distinguished members of the subcommittee, I am appearing before you today in response to your wish to learn of employment opportunities currently available to minorities in the Bureau of Narcotics and Dangerous Drugs and within the Departm ent’s drug enforcement effort generally. I can articulate the issues in a broad sense based on the efforts of BND D. In doing so, I will be drawing, for the most part, on my own experiences of almost 5 years in my present position.
With me this morning is Mr. Kenneth J. Stallo, the Justice  Dep artment ’s Director of Personnel and Training, who will respond to questions concerning departmental policy. Only the  proposed new Administra tor will be in a position to develop the specific action programs of the new Drug Enforcement Administration.
Drug enforcement activities on the Federal level offer unique opportunities  for public service to a broad range of vocations and backgrounds. The most important working force from the standpoint of numbers of personnel and activi ty are the special agents who actually investigate  crimes involving the illicit traffic in narcotic and dangerous drugs. We have in the B NDD at present, approximately 1,450 agents
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in the 1811 criminal investigator series. Their  backgrounds are varied, 
as are their educational qualifications.

There are a number of standards required of persons seeking employ
ment in this area, ami these are set forth in the recruiting brochures 
with which you have been provided. Our special agents are, as a gen
eral rule, selected from applicants having a college degree; bu t of equal 
importance, they are required to complete a rigorous course of training 
at our National Training Ins titu te in Washington designed to chal
lenge their mental and physical capabilities and test their  suitabil ity 
for service in terms of courage, dedication, mental capacity, and dex
terity . A copy of this 10-week curriculum has also been provided to 
each of you.

The emphasis of the criminal investigation phase of activity often 
overshadows the fact tha t a great  variety of other tasks are equally 
necessary in attacking the supply side of the drug abuse problem. For 
example, we employ 120 chemists in six regional laboratories across 
the Nation  who receive and analyze evidence obtained by our agents 
and State  and local police officers. Their duties may also include very 
sophisticated research and analytical problems.

Regulation of the legitimate drug indus try to safeguard against 
diversion has been one of the most important activities  to develop 
within the last 3 years. We have approximate ly 200 industrial compli
ance investigators who are employed in this area at  present, and it  may 
be expected t ha t their numbers will increase in the foreseeable future. 
In addition to these categories, we employ a number of scientists, 
lawyers, educators, professional managers, stenographers , and clerks.

All of these positions offer opportun ities to minority applicants 
and, as a part icipa nt in the Department’s EEO program, it has always 
been the policy of the Bureau of Narcotics and Dangerous Drugs to 
provide and insure equal employment opportunit ies for all persons and 
to stringently prohibi t discrimination because of race, color, religion, 
sex, or national origin. This policy expresses ideals of human conduct to 
which I have long been personally dedicated in every management 
position I have held, whether  in Federal or local government. More
over, because I atta ch such importance to them, I have gone to great 
length to make my views on this policy firmly and widely known 
throughout the Bureau which 1 direct. Management at  all levels in 
BNDD is responsible for positive action to recruit and upgrade all 
who demonstrate a capacity  and desire to serve, to eliminate any in
ternal policy, practice, or procedure which denies equality of oppor
tuni ty to any group or individual on the basis of race, color, religion, 
sex, or na tional origin. I have also sought to assure that questions and 
complaints of discrimination are promptly  and thoroughly investigated 
and resolved wi thout reprisal to the complainant.

There is another and more practical reason for which BND D has 
needed to give special attention to minority employment and elimina
tion of any discrimination. The traffic in narcotics and dangerous 
drugs in the United States  is often concealed within the backdrop of 
the urban ghettos  of our major cities, and these ghettos more often 
than not are peopled by minorities. We, therefore, have a need in drug 
law enforcement for minority employees which goes beyond extending 
equal opportun ity and requires that  we make a special recruiting effort 
to find and hire suitable minority candidates.
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We have not been pleased with results of our recrui tment  efforts.
But we have some limited success with special recrui tment  drives 
directed at black and Spanish-speaking minorities. For example, in 
June 1969, a special recruitment team made up of black special agents 
visited eight cities in an effort to recruit blacks; and in May 1971, 
another trip was made to five predominantly black colleges. In April 
1970, a team of Spanish-speaking agents visited nine colleges in the 
Southwest for the same purpose. These expensive efforts did result in 
recruiting more than 20 minority agents. Other special efforts have in
cluded sending exhibits staffed with black BNDD agents to black 
expositions in Chicago, San Francisco, and Philadelphia during 1972. *
Photographs illust rating the nature of this effort have been supplied to 
the committee.

Our last two special agent basic training classes begun in September 
1972 had 75 trainees; out of th is number, 27 were minorities. These 
classes also included five women trainees, two of whom were minorities.
Because of manpower ceilings, we have not hired any agent personnel 
since June 1972. Our current applicant  supply file reflects that out of a 
total of 175 applications in the pipeline, 20 are minorities.

In another area of EEO concern, ours was the first Federal law 
enforcement agency to hire women as full-fledged special agents follow
ing the removal of restrain ts by the Civil Service Commission. We now 
have nine female special agents who are performing the total range of 
agent functions in our field offices.

Statis tics indicating our present employment patte rns relating to 
minority personnel are provided in the attachment to my statement.
The present situation  as illustrated by these statistics is still far less 
than satisfactory, but it is not because of lack of effort or dedication.
We have been hampered by a number of problems which are common 
to all law enforcement agencies. Many upwardly mobile minority 
persons are seeking employment which will take them permanently 
away from the ghettos and will not readily accept agent positions, 
such as those we have to offer. Moreover, bare percentage comparisons 
do not necessarily reflect the quali ty of our own hiring effort. In our 
agency, more than half of the positions are in the professional category 
and a substantial number of the remainder are in the skilled steno
graphic category.

I have also tried to insure the fullest development of the minority 
employees which we have.

In the spring of 1969, I began to learn tha t some of our minority 
special agents felt tha t they were being overutilized in undercover 
activities. I met with several black special agents to hear their com
plaints; and as a result of my meeting, I issued a policy memorandum 
to our regional Directors on this particu lar issue. A copy of this s tate 
ment has been made available for the subcommittee. More recently, I 
installed a performance rating system for our special agents which re 
quires supervisors to expose all agents to the full range of special 
agent activities.

In addition, there were few minority agent supervisors when I as
sumed the directorship. At present we have a black Regional Director, 
and 7.2 percent of our special agents in charge of distric t offices are 
minority personnel as are 5.2 percent of our group supervisors. We 
have identified and moved minorities into assignments designed to de
velop them for managerial positions. However, our upward mobility



5

program has been handicapped by imposition of manpower ceilings, 
and promotion freezes.

In connection with our 1973 action plan, I have established a full
time EEO Officer position which will repo rt directly to me. Addi
tionally, I have authorized  our personnel office to hire an expreienced 
personnel specialist to work exclusively on implementation of EEO 
action items such as the upward mobility program. The cu rrent  acting  
EEO officer, Mr. Jesse Gallegos, repor ts directly to me and has 
drafted a revised EEO program manual issuance and a national EEO 
affirmative action plan. These documents  have been presented in 
advance to the subcommittee .

I believe t ha t our first line supervisors are critical to the success of 
the EEO program; anti in the spring and summer of 1972, I had a 
minority consul tant firm provide training seminars in each of our 
domestic regions and selected distr ict offices. The purpose was to 
raise the level of awareness of supervisors and employees in  human 
relations with particular emphasis on trea tment of minorities. The 
consultan ts made recommendat ions which are in various stages of 
implementation.

I will be happy  to provide a copy of tha t report for the record in 
the committee, if the committee so desires.

Mr. E dwards. Without objection, it will be received. [See p. 91.]
Mr. Ingersoll. The Department of Justice  recently completed 

joint  inspection with the Civil Service Commission of 14 of our field 
offices. The ir reports on EEO deficiencies centered on lack of program 
materials such as EEO complaint procedures and lack of counselors. 
Both of these areas are being corrected. Recently, we appointed two 
counselors in each regional office and one in each district office with 
10 or more employees. A counselor has also been provided for each of 
our regional laboratories. The majority of counselors are members 
of minority groups. We also have Federal women’s coordinators and 
16-point program for the Spanish-speaking coordinators in each of 
our regional offices.

I have attempted to give you an insight into our EEO posture in 
BNDD and in Federal drug law as represented by the Bureau of 
Narcotics.

That concludes my statement, and I shall be pleased to respond 
to any questions you may have.

Mr. E dwards. Thank you very much, Mr. Ingersoll.
Mr. Stallo, do you have anything to add?
Mr. Stallo. Not at this time, sir.
Mr. E dwards. Although it doesn’t have very much to do with the 

subject of this healing, Mr. Ingersoll, you mentioned several times 
tha t the manpower ceiling in promotion and promotional freezes. 
Have they been in existence in your bureau for more than a year?

Mr. Ingersoll. Mr. Chairman, we have received no increased 
manpower in the current fiscal year budget in agency positions.

Sometime during the fall of last year, as I recall it, the economic 
moves on the p art of the President forced us into a position of freezing 
or extending the length of time between promotions for a period of 
time, in addition to reducing our intake of other categories, or to 
replace at trition.

In the early part  of this year, planning for the reorganization of 
the Federal drug control effort began, and a reorganization plan has
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been submitted to the Congress for approval, as you have mentioned.
This, as well, has slowed down, if not halted, the movement of people, 
and the promotion of people, because now, in addition to the person
nel, other people from other organizations have to be considered for 
promotional opportunity.

Mr. E dwards. Were you cut down by the Office of Management  
and Budget?

Mr. Ingersoll. I presented a request to the Congress, which, of 
course, was approved by the Depa rtment of Just ice and the admin
istration.  a

Mr. Edwards. Well, as I say, this is not a subject tha t we are dis
cussing today, but I am personally surprised tha t with all the pub
licity tha t we have had with regard to new efforts and the very 
effective efforts tha t we have made for the control of narcotics and 
dangerous drugs in this country tha t your Bureau would have not  
been allowed to expand at all in the last year.

It  is really new to me, and I do not think there was any public 
announcement made of that.

Mr. Ingersoll. I have restricted my comments to the agency’s 
position.

We did employ such additional compliance and paraprofessionals 
tha t were authorized to increase by—I believe I will have to verify 
this for the record—by some 60 compliance positions and a similar 
number of paraprofessionals. These, of course, were employed to 
replace agency personnel, criminal investigators who had been per
forming the functions-----

Mr. Edwards. Are you allowed to replace agents who are lost?
Mr. Ingersoll. Yes, sir.
Mr. E dwards. Of the nine female agents, are any minority?
Mr. Ingersoll. Yes, sir.
Mr. E dwards. Are they  black women?
Mr. Ingersoll. As I recall, three are black, Mr. Chairman.
Mr. E dwards. Mr. Ingersoll, you mentioned in your testimony th at 

in 1972 you conducted two special agent basic training classes with 
74 prospective agents.

Now, what  about in 1973?
Mr. Ingersoll. We have conducted no special agent classes in 1973,

Mr. Chairman.
Mr. Edwards. Do you plan to have a special agent basic training 

class in 1973?
Mr. Ingersoll. Probably, sometime in the fall, and this would be 

a class to replace people who have left the service for one reason or 
another.

However, I have to indicate also tha t this is not a mat ter for my 
decision. This is a m atte r for the decision of the new Administrator .

Mr. Edwards. How are you recruiting the replacements, tha t is, 
employees that you are hiring on a monthly or weekly basis to replace 
the people who are lost?

Mr. Ingersoll. Are you asking about the agency or occupations 
generally?

Mr. Edwards. Agency?
Mr. Ingersoll. We are not  recruiting at this time, sir. We will 

begin recruiting, assuming tha t our plans for the fall are approved or 
come into effect, we will begin recruit ing probably during the summer.



Mr. E dwards. And where will yon recruit?
Mr. Ingersoll. The recruiting will be done through open and 

Federal-wide announcements.
Our most successful recruiting effort has been person-to-person 

contact or recruiting on the part  of the Bureau personnel, and we will 
continue tha t kind of program of advertising our presence and need 
for employees. I have described some of these techniques in the s tat e
ment, and in addition, we shall probably also fill some special recruiting 
task forces to move into or to recrui t from those populat ion groups in 
areas which we are most interested.

I might say tha t this last technique is a very expensive technique. 
It  is approximately twice as expensive as regular recruiting efforts, 
but  it is also necessary in order to reach particu larly the minority 
candidates.

Mr. E dwards. Now, 11 months ago, June 30, 1972, you had 110 
minority special agents representing 7.6 percent of the total  number 
of special agents which was around 1,400.

Now, I unders tand tha t your target for the end of this year is to 
increase t ha t to 12 percent, or around 213 special agents.

How are you coming along with tha t program, Mr. Ingersoll?
Mr. Ingersoll. Well, Mr. Chairman, because of the peculiar situa

tion tha t we find ourselves in as far as a lack of ability to expand, we 
reorganize—although those figures are not valid, th at figure, I under
stand, was prepared in October of last year. So, it will have to be 
revised. We will not make tha t goal.

Mr. E dwards. For the fiscal year 1973, you expect to fill 36 para 
professional positions?

What do the paraprofessionals do?
Mr. I ngersoll. They are trained to perform a variety of duties, 

one of wliich is radio watch, another is file searches and examination 
of documents and preparation of summaries for agents to assist them. 
Another duty is dealing with a varie ty of problems tha t are associated 
with our auth ority to seize and forfeit property in connection with 
arrests and seizures of drugs.

They are generally in a position to perform functions tha t would 
otherwise require the time of the agents, but which do not require 
the enforcement auth ority of the agents, enforcement powers of the 
agents.

Mr. Edwards. Are they civil service employees?
Mr. Ingersoll. Yes, sir.
Mr. E dwards. What  is their rating?
Mr. Ingersoll. They sta rt as grade 5 and go up to GS 9.
Mr. Edwards. How many of these people have you hired?
Mr. Ingersoll. We have about a half dozen at this time, sir.
Mr. Edwards. Are any of them minority women?
Mr. I ngersoll. Minority women?
Mr. E dwards. Minority or women?
Mr. Ingersoll. Minority  or women—I will have to supply tha t 

information for the record, Mr. Chairman. I do not have it with me.
Mr. E dwards. Mr. McClory.
Mr. McClory. Thank  you, Mr. Chairman.
I certainly want  to commend you, Mr. Ingersoll, on an apparen tly 

determined effort which is being made to establish equal opportunity
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standards and principles in the Bureau of Narcotics and Dangerous 
Drugs. I can certainly see the advantage of having increased numbers 
of minority  agents in carrying out your work.

I have noticed in the material tha t you furnished, there is an 
analysis which purports to provide comparisons between majority 
and minority group agents.

I wonder, could you give me some explanation of this? What  this 
study  indicates? What does it establish?

Mr. Ingersoll. This is a study  tha t I asked to be performed in 
November 1971 because of statements tha t I was receiving to the 
effect tha t minority agents thought they were not advancing or 
progressing in promotions in the Bureau as quickly as the majority 
personnel. The conclusion is set forth on page 9 of the study after 
several pages.

Mr. McClory. Pages 8 and 9? [See p. 10 of hearings.]
Mr. Ingersoll. Yes, sir. Several pages have detailed statistica l 

analyses which was performed by our senior Bureau statist ician and 
one of the staff psychologists. The conclusion was tha t no consistent 
pattern of discrimination can be inferred from the results of the 
information from the analyses.

This study revealed tha t minority agents advanced, were advancing 
more quickly during the time period than others.

[The s tudy referred to follows:]
C o m pa r is o n s  B et w een  M a jo rit y  an d M in o r it y  G r o u ps  o f  A g en ts  on

T im e  R e q u ir ed  T o R ea ch  a G iv en  G rade  F rom  t h e  N e x t  L o w er  G ra de  

INTRODUCTION

The question of whe ther  an ethnic minority  within  an organiza tion is discrim
ina ted  aga inst is of considerable current inte res t. All too  often  answers to such a 
ques tion are based upon subjectiv e inte rpreta tions of motives rela ted to the  oc
currence of individual incidents and  to the  perceived frequency of such inciden ts. 
There is, however, a rela tive ly simple, yet  objec tive, means for determin ing 
whe ther  there has been any sys tematic  bias in prom otion  policies. By an examina
tion  of personnel records, we can dete rmine whether ther e has been in fact any  
significant difference between  the time it has taken two groups to att ain pro
motion  from each grade to the  next. This is the approac h taken in this paper,  
which analyzes differences between  the  majori ty and all minor ity groups, between 
major ity  and Blacks only, between majori ty and the  mino rity group omitting 
Blacks (the  minority  group less Blacks will be called “O thers” herein), and  be
tween Blacks and Others.

APPROACH TO SOLUTION

Because th ey repre sent a uniform set  of skills and job  experiences, this study  has 
been limited to BNDD Special Agents (GS-1811 series). These comprised:

49 Blacks
39 agents with  Spanish  su rnames 
4 O rienta ls 
2 American Indians 
119 so-called majori ty group.

The small number of Orien tals and American Indians  made  it infeasible to 
select  them  for special comparisons. They  were accord ingly reta ined with the  39 
agen ts with  Spanish surnames to form the  minority  subgroup labeled “O thers.” 
The minority group thus contains Blacks a nd Others.

The technique used  for dete cting  sta tist ica lly  significant differences be tween the  
times for two groups to go from a sta rte d grade to the  nex t high er grade is 
called a median tes t. The  median of a  set of numbers  is the  point above  which 
50% of the  numbers lie. A signif icantly  small probab ility  on this  test would in-



dica te a difference between medians, i.e., one group took a basically longer tim e 
than  the other group to  achieve the next grade.

There  is considerable correla tion among  the  resul ts, since the groups were used in 
more than  one comparison.

R esu lts  o f  A n a ly sis

Table 1 displays average time in mon ths to reac h the  indicated grade from the 
nex t lower grade, for various presen t grades, a nd for all agents.

TABLE 1.—AVERAGE TIME (MONTHS) FOR ALL AGENTS TO REACH INDICATED GRADE FROM NEXT LOWER 
GRADE

Present grade

Indicated grade 13 12 11 9

13..............................................................................................  26.1  ..................................................................................
12............................................ .................................................  21.2 18.2  ......................................................
11............................................................................................... 22.1 15.9  12.2 ...........................
9 .......................................................................... ................. .. 15.6 13.5 12.9  12.7

Note: The numbers in each row dim inish steadi ly to the right,  showing  tha t the  fur ther  back one goes in tim e, the longer 
it  took to make the next grade.

In Table 2 are  shown differences of the  average times between ma jor ity  and 
minority  groups for the  corre sponding grade  situ ations depicted  in Table 1.

TABLE2-AVERA GETIM E(MO NTHS )DIFF ER EN CE S BETWEEN MAJORITY AND MINORITY TO REACH INDICATED 
GRADE FROM NEXT LOWER GRADE

Indicated grade

Present grade

13 12 11 9

1 3 . ............................................................................................ + 1 . 2 ..................................................................................
12 ............................................................................................... + 4 .5  + 0 .7  ......................................................
11..................... ................. .......................................................  + 1 .0  i + 4 .7  i - 1 . 2 ...........................
9.......... ......................................................................................  + 2 .4  + 2 .2  i + . 5  + 0 .7

> Denotes a significant  difference of medians, probab ility p<0.05 . I.e ., if  the  hypothetical popula tions from which the 2 
samples arose had equal medians, the observed separation of sample medians would occur no more frequently than the 
frac tion  p of such repeated samplings.

Note: A “ + ”  value means tha t minority  personnel requ ired less tim e than ma jor ity personnel to reach the indica ted grade: a ”  value means tha t minority  personnel took longer to reach the grade than did the ma jori ty personnel.
Note that  in  table  2 the  minority  group required less time  than the m ajority  group to achieve the next grade , in all but 1 

case.

Table 3 displays the same comparisons as Table 2, for major ity  group versus 
Blacks, only.

TABLE 3.-AVERAGE TIME (MONTHS) DIFFERENCES BETWEEN MAJORITY AND BLACKS TO REACH INDICATED GRADE 
FROM NEXT LOWER GRADE

Present grade

Indica ted grade 13 12 11 9

13............................................................................................... - 1 . 3 ............................................................................
12................................................. ..................... .......................  + 3 .3  - 1 .9  ......................................................
11..................................................................... .........................  + . 3  + .6  r - 1 . 4  ...........................
9................................................... ........... .................................  + . 5  + 1 .9  + .4  - 0 . 5

i p>0.0 5.
Note: A “ + ’ ’ value means tha t blacks req uired less tim e than the majority  to reach the  indicated grade,and  a 

means that  blacks requ ired more time  than did the majo rity personnel.



In Table 3 six of the ten conditions show that the majority group took a longer time than the Black group to achieve the  next grade. However, to counter-balance tha t fact, in all four of the present grades the Blacks required longer than  majority to achieve the present grade from the preceding grade. In only one of these cases was the difference statistically significant.
Table 4 displays the time comparisons for majority  and Others.

TABLE 4.—AVERAGE TIME (M ONTH S) DIFFERENCES BETWEEN MA JORITY AND OTHERS TO REACH IND ICAT ED  
GRADE FROM THE NE XT LOWER GRADE

Present grade
Indicated grade 13 12 11 9

13..............................................................................................  + 2 . 9 ..................................................................................12 .........................................................- ...................................  + 5 .4  + 3 .7  ......................................................11......................................... ....................................................  + 2 .5  + .1  - 0 .8  ...........................9 ...........................................- ................................................... + 4 .0  + 2 .8  + .7  + 1 .7

Note: A “ + ”  value means that others required les s time than the major ity to reach the indicated grade,  and a ”  means that others required  more time than did the majori ty personnel.

It  is observed in Table 4 that majority personnel required more time to achieve the next grade than  did Others, in all but one case.Table 5 displays time comparisons for Blacks and Others.
TAB LE 5. -A VERAGE TIM E (M ONTH S)  DIFFERENCES BETWEEN BLACKS AND OTHERS TO REACH INDICA TE D GRADE 

FROM THE NEXT LOWER GRADE

Present grade
Indicated  grade  13 12 11 9

13..............................................................................................  + 4 . 2 ..................................................................................12............................................................................................... + 2 .1  i+ 5 .6  ......................................................11..............................................................................................  + 3 .4  + .9  + 0 . 6 ...........................9 ......................................................... - .....................................  + 3 .5  + 1 .5  + .3  + 4 .6

• p= 0.0 5.
Note: A " + "  value  means that others required les s time than blac ks to reach the indicated grade , and a "  mean s that others required more time than did blacks .

It is noted in Table 5 that in all cases Blacks required more time than Others to achieve the next grade. Only one case is statistically significant, however.Inspection of Tables 2 and 3 show four statistica lly significant median tests. Two of them show tha t the majority  group took less time than the minority group and Blacks, respectively. But the minority comparison involved 12 agents of whom 9 were Black. Also present grade 11 and indicated  grade 11 were involved in both cases. Thus the same majority  agents and same Black agents  were used in both comparisons. Therefore, the correlation between the two comparisons is high, so tha t they should be considered as only one comparison. The other two significant comparisons are independent and both show that the majority group required more time than the corresponding minority  group to achieve the next grade.
Of the 30 comparisons made involving the majority  group, 24 show the majority  group requiring more time to make the next higher grade than  the compared group, be it minority, Blacks or Others. However, due to the inter-correlations the statist ical significance of this difference cannot be established.

CONC LU SION '

Of the 10 cells (promotion opportunities):
(a) The majority required more time for promotion than  the minority nine times.
(b) The major ity required more time for promotion than  the Blacks six times.(c) The majority  required more time for promotion than the Others nine times.(d) Blacks required more time for promotion than  the Others all ten times.
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No consisten t pa tte rn of d iscrimina tion can be inferred from the  resul ts of the  
foregoing analyses . The differences in Tables 2, 3, 4 and 5 are seen to be rela tively 
small compared to the  cor responding entr ies in Ta ble 1, showing tha t the  observed  
differences are of no practical significance.

Mr. M cClory. As a result of the minority hiring practices including 
women, and I question whether they are a minority, has there been 
any analysis made to determine the efficiency, the value to you, the 
depar tment , of these different individuals?

Do they measure up after they have been hired?
Mr. Ingersoll. Mr. McClory, I think tha t if they are distributed 

as to their competence and performance, you would probably find a 
normal curve. We have had very outstanding success in some in
stances, in others, of course, we have had the opposite.

Mr. McClory. It  seems to me tha t, in order to make the employ
ment practices entirely fair, taking into consideration the educational 
and environmental experiences of all applicants, you have offered an 
a ternative  equivalent for educational degrees, for instance, another 
prerequisite for hiring. Is this not in order to encourage minority  
employment, and to be eminently fair?

Mr. Ingersoll. Well, I think that, of course, is one of the purposes. 
However, there are other practical purposes as well. Fo r example, we 
have g reat need for Spanish-speaking employees, not only to deal—to 
work in Spanish-speaking communities in the United State s—but also 
to staff our offices in Spanish-speaking offices in South America anti in 
Spain itself.

So, we will modify our desire to receive a person with a college 
degree if he has a combination of linguistic ability, experience, back
ground, which may be necessary to serve, say, in our overseas posts. 
We have done likewise with respect in some instances, they are the 
exception. With respect to other minority applicants, we will not be 
rigid or adhere rigidly to the desire to have college graduates in the 
Bureau. I think tha t tha t is a sound position. We will accept someone 
who has  less or fewer educational qualifications if he has other skills 
or expertise that  will make up for that.

Mr. McClory. Thinking specifically of the Spanish-speaking— 
they are frequent ly smaller in size, height, and other physical 
characteristics.

Do we have any minimum height requirement which would res trict  
or limit the Spanish-speaking applicants?

Mr. Ingersoll. No, sir, I don’t believe a minimum height require
ment is necessary in our particu lar kind of w’ork.

As a ma tter  of fac t, the less you look like a policeman, the bett er 
off you are.

Mr. M cClory. I think that  is all.
Thank you, very much, Mr. Ingersoll.
Mr. Ingersoll. Yes, sir.
Mr. E dwards. I would yield to the gentleman from New’ York, 

Mr. Rangel.
Mr. Rangel. I think we have introduced each other  at  public 

affairs long enough to appreciate tha t we do have some limited 
unders tanding of each othe r’s problems. The question today would 
not be toward your dedication, which I certainly  believe you  have, 
but as to how the Congress can assist in having your departm ent 
be more effective, which I  am sure is your goal as well.



My colleague had a question as to whether or n ot you had found the minorities shaping up in terms of the  rest of your force. I assume tha t as long as you mainta in the same high standards for all of your people, that short of someone being inferior basically, that  you should expect the same curve.
Now, without going into the discriminatory practices or lack of them, recently it has been declared by the Presiden t—and this was the will of the Congress—that we have an all-out effort against drug traffic. Having worked with your agency and the Federal Bureau of Narcotics, the dedication of your men has certainly never been in question; but in order to st art  this war, a t least for public consumption, have you been able to identify the areas where you have the highest degree of drug traffic?
Mr. I ngersoll. Yes, sir.
Mr. Rangel. And have they been the major cities?Mr. Ingersoll. For the most part , yes, sir.
Mr. Rangel. And within the major cities, have you not found that it has been the minority  communities that still have a higher degree of drug traffic?
Mr. I ngersoll. Well, Mr. Rangel, I think tha t we would find that  the minority communities would have proportionately a higher degree of heroin victims.
However, the trafficking, and particularly the traffic which the Federal Government can operate against, involves people from all ethnic and racial backgrounds. It  is true that the wholesalers are the people tha t the Bureau of Narcotics and Dangerous Drugs give the highest priority  to. They are drawn from probably equally any background tha t you might want to describe.
Mr. Rangel. T hat may be so, but i t certa inly is no t reflected in the conviction rate  in the States’ attorneys offices around the country. Perhaps  in the terms of the qua ntity or the amount of the drugs, but  no t in the terms of the ethnic groups tha t have been convicted.Mr. Ingersoll. Well, I am not familiar with those figures at the moment, Mr. Rangel.
Mr. Rangel. I would jus t say generally speaking we would find in our State  and Federal courts tha t the convictions of minority persons far outweigh their population  in the United States.Mr. Ingersoll. Certainly in State  courts. I don’t know tha t would be true in the Federal courts to the degree tha t it would be true in the State  courts.
It  is very true in the large cities and particu larly the city of New ork tha t much of the retail traffic is carried on in the minority communi ty and by members of the minority community.Mr. Rangel. Well, taking it from there, in order to be effective in law enforcement in this area, it would appear to be most effective tha t you would have to have the type of agent tha t could more easily assimilate to the particular communi ty in which he is attem pting to operate undercover.
Mr. Ingersoll. I agree.
Mr. Rangel. And you inherited an organization tha t had proportionately very few minority members.
Mr. Ingersoll. Th at is correct, sir.
Mr. Rangel. And now, the country has designated areas of top priority. If we were not taling about  quotas or minority employees, as



13

a strategist  in this war, it would seem tha t we would have to reach 
the conclusion that in order to he effective, we would have  to recruit 
the type of personnel in your department tha t would best assimilate 
in tha t given communi ty in which the war against the narcotics traffic is being conducted.

Mr. Ingersoll. That is entirely consistent with my policy, Mr. 
Rangel. Th at is the  policy tha t I try to establish or a rticula te in the statement .

Mr. Rangel. Bu t you are emphasizing the restrictions tha t the 
budget has—the fact tha t you cannot recruit. By the fact tha t you 
have a group of 1,500 agents with approximately  60 or 70 blacks, how 
can we in the committee expect tha t given what you have to work 
with and, forgetting the money which you are trying to get, tha t this war could possibly be effective?

Mr. Ingersoll. I think the war is showing signs of effectiveness, 
Mr. Rangel. I think it is showing some signs in your community of its effectiveness.

Mr. Rangel. Do you associate, then, the signs th at I see with the efforts th at are being made today?
Mr. I ngersoll. I associate the signs with the efforts tha t the Federal 

Government has been undertaking for 3 or 4 years, not only within 
the confines of any one city or metropolitan  area, but  also in concerted 
law enforcement agencies of many other countries.

As you know, heroin is an internationa l item of contraband,  and 
it requires a coordinated effort of law enforcement agencies of many 
countries in order to curtail the traffic in heroin. I don’t think any one 
aspect of our program over the past few years can be singled out for 
full credit for reduction of heroin supplies. The Government has 
attempted to moun t a multifaceted effort which would deal at each level of the supply.

Mr. Rangel. Well, is it  not a fact tha t DALE attr ibuted much of 
its success to being able to get a black policeman rath er than  a black Federal agent?

Mr. I ngersoll. I have no idea, sir. I have not heard  t ha t statement.
Mr. Rangel. Well, how closely do you work with Mr. Myles Ambrose?
Mr. I ngersoll. Mr. Ambrose is a special assistant to the Attorney  General.
As far as the daily program is concerned, 250 BNDD agents are 

involved in tha t program. That operation is carried on in the field in 
coordination with our office. We have a working relationship tha t is 
close as necessary to solve the mutual problems.

Mr. Rangel. Well, 1 was under the impression that , from time to 
time, all Federal directors involved in this war against narcotic traffic 
did meet and share each othe r’s problems and successes and failures in order to-----

Mr. I ngersoll. In a formal meeting, sir?
Mr. Rangel. Yes; a formal exchange of ideas.
Mr. I ngersoll. I am afraid 1 haven’t been a part of such a gathe ring, Mr. Rangel.
Mr. Rangel. That is why we are a littl e apprehensive of the com

bination of these agencies until we can find ou t whether or not there is going to be any increase in effectiveness.
Is i t correct tha t no black agent has been assigned overseas?

9 7-7  S 9— 73------2
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Mr. I ngersoll. That is correct, sir.
No black agents have applied. Some have expressed a desire, but 

when the opportunity  came to make the decision, they declined.
Mr. Rangel. Are there no applications by black agents for overseas 

assignments at the present time?
Mr. Ingersoll. Not that I am aware of, sir. 1 will check with the 

Career Development Board to either affirm or refute that , but I am 
not aware of any.

Mr. Rangel. Would not the request of any personnel wishing an 
overseas assignment reach your office? Wouldn’t they be referred to 
the Director’s office?

Mr. Ingersoll. No, sir.
However, I do keep track of people who are being assigned overseas 

because these are specially sensitive positions.
Mr. Rangel. Then, would the rejection come from your office?
Mr. Ingersoll. No, sir. 1 have a formal Career Development 

Board, which is responsible for making selections for overseas assign
ments as well as our assignments of promotional nature.

Mr. McClory. Would the gentleman yield?
Mr. Rangel. Certainly.
Mr. McClory. Do we have agents who operate in black African 

countries?
Mr. I ngersoll. No, sir.
Mr. McClory. That might be one reason why blacks would not, if 

they are going to be operating in Marseilles or in Saigon or in Ilong 
Kong, be able to fit into the environment.

Mr. Rangel. If tha t logic were extended, then the Bureau of 
Narcotics and Dangerous Drugs would be basically black in the 
States.

Mr. I ngersoll. There is one difference, Mr. Rangel. If I might, 
there is a language requirement.

Mr. Rangel. You know, when I look at this, Mr. Director, it seems 
tha t when the Federal Government is prepared to deal with a national 
problem—and certainly this is one—tha t we are prepared to give the 
type of training which is necessary to get the job done.

Now, there is no question tha t I have an understanding of your 
civil service restrictions, the educational requirement, and now the 
ability to understand a foreign language. But  I  would assume tha t in 
prior times of war tha t this Nation has found itself with people who 
did not qualify for the job which had to be done. Notwi thstanding 
your restrictions, it seems as though tha t language requirement would 
be one of the very least impediments in gett ing the type of people we 
would need, if in fact we needed them for overseas assignments.

Mr. I ngersoll. Mr. Rangel, when I spoke about language require
ments, I was not speaking about the ability to read and write a 
language and speak it in halting tones, the requirements of our agents 
are such th at they have to be very fluent in the spoken word. Now, we 
have sen t people abroad who have not had such language ability, and 
it is not only an impediment  in their performance, bu t also it endangers 
their well-being because when a criminal activity is being conducted 
in their piesence in a foreign language, they can’t grasp all of the 
nuances. I t is difficult for them to understand what is going on. Now, 
we do use—we do train our people in language and we at tem pt to get 
them to a certain minimum qualification in linguistic ability. We
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enroll people in foreign language for a year before they are sent  to the Far Eas t in some cases.
We have had to build up our overseas office very quickly. We have 

about 180 people there today. One does not learn a language in school 
and then become immediately able to go into  a foreign country and 
speak a language like a native of the  country.

Mr. Rangel. Well, certainly with the small number of agents 
overseas compared to the overall work force, I don’t want to dwell on 
this. I do hope t ha t this can be checked out because 1 understood that 
there was a black agent who had one of the highest language aptitude scores, and he was rejected.

I don’t know how a formal application must be made in order to 
request an overseas assignment, nor do I want to get involved in your 
discretion and make a determination as to the qualification of a person—black, white, or brown.

Based upon your long experience in doing the job for which you 
have the responsibility, if you did not have the Civil Service restric
tions and we had no BND D, and you were given the task to sta rt 
from the beginning and get yourself a work force to deal with this 
problem, would not there be a vast change in the number of minorities tha t would be hired?

Mr. I ngersoll. I wouldn’t have to wait for tha t, Mr. Rangel. I 
would hire all of the minority applicants who presented themselves, 
and who could meet the standards of employment, if they would just  
come forward and present their applications.

Mr. Rangel. But you cannot hire those tha t come forward now?Mr. I ngersoll. Excuse me, sir.
I think we are talking about a hypothetical case. I unders tand.
If we are talking in a hypothetical case, I think I have responded 

to your question. Obviously, we have to deal with the practical 
limitations. These limitations  are not only internal limitations, not 
only what  is referred as civil service limitations, but real world limitations are what-----

Mr. McClory. Would the gentleman yield?
Mr. Rangel. Yes.
Mr. McClory. Do we have overseas agents who are Oriental in 

background, Spanish-speaking, and other minorities?
Mr. I ngersoll. Yes, sir.
Mr. Rangel. Bu t in the hypothetical situation, would you find— 

do you believe—your task force to have the same percentage of whites and minority members?
Mr. Ingersoll. Our task forces?
Mr. Rangel. No, your operation field forces. What I am trying to 

find out is whether or not the low number of blacks at BNDD and 
the low number  of blacks in the supervisory positions is due to the 
restrictions tha t have been placed historically on your agency, and if 
you took away these restrictions, whether or not given the area where 
you have the highest amount of drug traffic, whether or no t it would 
change dramatically in the number of minorities?

Mr. I ngersoll. Assuming tha t the supply was available, yes, sir.
May I add to tha t just  a moment?
Mr. Rangel. Yes.
Mr. Ingersoll. As I  indicated in the statement , out of the last 25 

or 27 that we have trained, they have been minorities. Now, the last  
class of 30 special agents, 15 of them were minorities.



Mr. Rangel. Tha t is my point.
Mr. Ingersoll. I had, last springtime, indicated tha t I wanted the 

next few classes to be at least 50 percent minority, but  unfortunately , 
we only had two more classes after  that edict was announced.

Mr. Rangel. Certainly, if you were to continue this then, we might  
^et more effective representat ion of those agents tha t would be work
ing in communities where we have the high drug problems?

Mr. I ngersoll. Well, we have projected tha t and have learned th at 
if we were to hire 50 percent minorities on the basis of the estimated 
attri tion  during the next year, we would increase our curren t strength 
of 14 percent overall in the Bureau to 16 percent in 1 year. It  would 
take, I think it would take steady  progressive efforts to reach the goal 
that you are suggesting. I have no quarrel with the goal.

Mr. Rangel. Taking into consideration your attr ition , what would 
you establish your manpower to be outside of tha t, because it is 
shocking that during the war, you don’t have any rec ruitm ent classes, 
and you can’t recruit. You can’t train, and yet we have jus t started 
the war, politically speaking.

Mr. I ngersoll. Well, Mr. Rangel, I am sure you appreciate the fact 
tha t the Office of Management and Budget determines the Presiden
tial budget each year. Part of tha t Presidential budget is incorporated 
in the Bureau of Narcotics and Dangerous Drugs.

Mr. Rangel. But we are here to help you with the budget, Mr. 
Director. We only want to know. I am impressed personally with 
your effort made to hire  minorities, but tha t is really hypothe tical to 
me.

These are wonderful goals, bu t you can’t recruit or hire anybody.
Mr. I ngersoll. I am not, certainly, in a position to respond to that.
Mr. Rangel. Can you no t respond as to what you believe would be 

your annual need considering attri tion  in order to be effective as the 
Director of the agency which has the responsibility to eliminate or have 
alleviated the drug traffic?

Mr. Ingersoll. Are you asking me in terms of additions to the per
sonnel already, or over and above our present ceiling?

Mr. Rangel. I guess, I would be forced to ask th at question, if your 
goal is to hire at least 50 percent minorities in the training programs. 
But  then you say, of course, tha t you don’t have any training pro
grams. I would have to ask what would you like to have if you could 
have a training program?

Mr. Ingersoll. I  can’t be responsive to tha t question at this time, 
Mr. Rangel.

Mr. Rangel. If you only wanted two more agents, could I suspect 
tha t one black agent would be hired?

Mr. Ingersoll. This is a very, very difficult question for me to 
answer.

The Congress has our fiscal year 1974 budget under consideration 
at this time. We have already testified on it. In addition to that,  there 
is a reorganization plan before the Congress at this time, which will 
add some 500 agents from the Bureau of Customs.

I will not be responsible. The Bureau of Narcot ics and Dangerous 
Drugs goes out of business on July  1. I cannot speak for the future 
adminis tration in terms of what they need or what their desires may be.

Mr. Rangel. Well, nobody can speak toward the future of this 
administration.
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Mr. I ngersoll. I am speaking toward the Drug Enforcement 
Administration.

Mr. Rangel. But this problem we have, we will have, and have had 
for a long time. I assume th at we will need your talents and your sug
gestions. I understand tha t the 500 men will be coming from the new 
Department of Customs.

Mr. Ingersoll. Tha t is correct, sir.
They really have not had the historic liberal record in hiring 

minorities.
Mr. Rangel. But  ou t of the 500 men, how many minorities do you 

expect to be coming from the Bureau of Customs?
Mr. Ingersoll. 1 have no idea.
Mr. Rangel. Is there no meeting?
Mr. E dwards. Would the gentleman yield at tha t point?
Mr. Rangel. Yes.
Mr. E dwards. We asked a number of days ago the Bureau of Cus

toms for the same kind of information tha t you are requesting. There 
will be 500 special agents that will be transferred to the Justice Depart
ment if this reorganization plan goes through. As I pointed out in my 
opening statement, the Commissioner of Customs has not yet re
sponded to the subcommittee’s request.

Is there anybody from the Treasury here?
Well, I would only suggest the lack of response might indicate a 

guilty conscience.
Mr. Ingersoll. Mr. Chairman, may I please try to be somewhat 

responsive?
There was a group of people, a committee which is overseeing the 

reorganization plan, planning for the reorganization. The Bureau  of 
Customs has not yet identified those individuals  by name, who are 
going to be scheduled for transfers.

1 think tha t tha t in part may explain why you have not-----
Mr. E dwards. I th ink they have written  that  down and sent  it over. 

I would like the  ethnic breakdown of the ir present squad or group of 
agents. I t is very hard for me to unders tand why they couldn’t provide 
the information.

I yield back to the gentleman from New York.
Mr. Rangel. In your experience in dealing with the Bureau of 

Customs, isn’t it a fact tha t their number of minority special agents 
is really much lower than your own?

Mr. Ingersoll. I don’t know, Mr. Rangel. I have never really 
asked the question.

Mr. Rangel. Were you consulted in terms of this consolidation or 
merger at  all?

Mr. I ngersoll. My staff and I were consulted, yes. We functioned 
at various levels in the planning.

Mr. Rangel. Then are you concerned with the quality  and quan
tity  of the men tha t would be assigned to the overall new agency 
tha t would supersede your agency?

Mr. I ngersoll. Yes, indeed. Yes, sir.
Mr. Rangel. But, don’t you even know the quali ty of the  people 

tha t would be sent to you, much less the ethnic breakdown?
Mr. I ngersoll. No, sir.
Mr. Rangel. Well, having merged once with Justice, I can see tha t 

you have no objection to merger.



Mr. Ingersoll. I have no objection at all. It is a move tha t I advocated for 4 years.
Mr. Rangel. But, you certainly wouldn’t contradict tha t; it would not enhance your minority recrui tment  program?Mr. Ingersoll. I think tha t tha t remains to be seen, Mr. Rangel. I can’t foresee how it is going to affect the program one way or another at this time in the absence of information as to who is going to be transferred into the Drug Enforcement Administration.Mr. Rangel. Assuming the transferees were all white, this would not really be in line with the goals tha t you have planned in terms of some balance since ethnic balance is essential in doing the job which has to be done.
Please understand, I am not talking about equal opportunity, I am talking about  being effective in this war against narcotics traffic, especially in the type of community tha t is victimized.While I am in the position of asking for more law enforcement, especially the  high quality  which your agency has provided over the years, I would hate to think tha t the Bureau of Customs is sending 500 Chinese agents to you, and you have to send them to me.So t hat , in order to review the situation, don’t you believe that  in all fairness they should tell you what you should expect to see merged with the outfit for which you now have a responsibility?Mr. Ingersoll. Yes; and I expect, Mr. Rangel, t ha t tha t information will be made available to me as soon as it is—as soon as the Bureau of Customs has identified the people tha t will be transferred.Before tha t can be done, the functions of the Customs agency service have had to be analyzed, those activities, those peoples, those pieces of equipment, and other resources that are associated with the narcotics enforcement have had to be identified. Then when tha t is done, I am sure tha t I will participate in the evaluation of it.Mr. Rangel. Now, how can we as Members of Congress know whether or not this reorganization is good for the people of the United States  when we don’t even know wholly the consolidated quality of the persons?
What can we do in order to be objective as to whether or not we should have this consolidation?
Mr. McClory. Would the gentleman yield?Mr. Rangel. Yes.
Mr. McClory. Isn ’t this the subject of the reorganization plan, which comes before the House Government Operations Committee and not the Judiciary Committee or other committee of the House?Mr. Rangel. I have assumed, though, as a Member of Congress, I had the responsibility to support or go against anything tha t comes before the Congress.
Mr. McClory. I think the propriety of the reorganization plan is something which is analyzed and reviewed and handled by the House Government Operations Committee.
Mr. Rangel. I think you are correct, but if the Director of BNDD is not  familiar with the quality  of personnel inherited, I assume th at the committee to which you refer is no t familiar with it either.Mr. McClory. I would think on the contrary , tha t it would be their responsibility to determine how useful these persons would be, or what  categories they could occupy in the reorganization plan.
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Then they would decide whether they wanted to offer a resolution of 
disapproval, which we would then have on the floor of the House.

Mr. Rangel. You are probably right, but 1 certainly would have 
more confidence in those people who are actually engaged in law 
enforcement than my colleagues.

Could you tell me what your successes and failures have been, or 
your general efforts in recruiting minority members, say in the last 
5 years?

Mr. Ingersoll. Yes, sir.
There is a stat istica l breakdown that  goes back to November 1971. 

That is the beginning. I think we have some difficulty extending 
beyond tha t—going beyond November 1971. It is niv understanding 
in those times tha t records of ethnic or racial backgrounds were not 
kept in an orderly manner. Tha t was mainly because, I believe, it 
was the feeling t ha t those kinds of identification should not be main
tained and readily available in form.

Mr. Rangel. Isn ’t that policy in sharp conflict with the Equal 
Employment Opportunity Commission and your plan to have 50 
percent black recruitees?

Mr. I ngersoll. I think that  philosophy has changed in the inter
vening years.

Mr. E dwards. Is the document to which you refer, Mr. Ingersoll, 
entitled “BN DD Minority Employees” ?

Mr. Ingersoll. Yes.
Mr. Edwards. Without objection, it will be inserted in the record 

at this point.
[The document referred to follows:]

BNDD MINORITY EMPLOYEES

Blacks
Spanish

speaking Ind ian Oriental
Total

minority

Total
non

minority
Grand

total
Percent

min ori ty

Special agents :
November 1971................ 49 45 3 4 101 1,225 1,326 8
June 1972.......................... 55 48 3 4 110 1,337 1,447 8
March 1973___ . .  ____

Compliance investiga tors:
67 65 2 8 142 1,301 1, 443 10

7 1 0 1 9 122 131 7
19 73 ... . ............ ............. 6 3 0 1 10 166 176 6

Cler ical :
1972........ ............ ............ 111 18 0 3 132 571 703 19
19 73 ... . . . . ____ ____ 117 34 1 7 159 544 703 23

Chemists:
1 9 7 2 . . . . . . . . . . . . . 9 1 1 2 13 99 112 12
1973 . . . ____  . . . .  . . 11 3 0 3 17 99 116 15

Professional:
1972_____ : .  . . 4 2 0 0 6 85 90 6
1973____________  . 5 2 2 1 10 95 105 10

Total employment, all occu-
pations:

1972_________________ 237 69 5 10 321 2,402 2,123 12
1973............ . . . . . . . . 270 111 5 22 408 2,372 2, 780 15

Mr. Ingersoll. The document shows that  in November of 1971, 8 
percent of our special agents were minori ty employees, March 1973, 10 
percent. That is 7 and 3 percent, respectively, for 1972 and 1973. 
Compliance investigators, 19 and 20 percent respectively 1972 and 
1973. For the clerical employees, 12 and 15 percent for employees in 
1972, 1973 respectively. Then it would be 6 and 10 percent for profes-
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sional occupations in those 2 years. They have 15 percent for total 
employment in 1972 and 1973, respectively.

Mr. Rangel. Is this the document tha t you read into the record? 
Was this furnished bv  the B NDD to the subcommittee?

Mr. E dwards. Mr. Ingersoll furnished this document to the sub
committee this morning.

Mr. Ingersoll. Yes, sir.
Mr. Rangel. Are there any documents tha t would show a decrease 

in the number of black agents who were employed by  BNDD?
Mr. I ngersoll. No, sir.
Mr. Rangel. Would the number of blacks employed in November 

1971 be 49?
Mr. Ingersoll. Yes, sir.
Mr. Rangel. It  would not be 76.
Mr. I ngersoll. That is correct, sir.
Mr. Rangel. And would it be possible to check with some of your 

assistants here to determine whether or not there would be any 
similar type of minority employee sheet tha t might reflect the 76 
because of some typographical error instead of 49?

Mr. Ingersoll. This is a draf t of figures. There may have been 
some other that may have contained errors. I am not sure abou t these.

Mr. Rangel. Tha t is where we are today as a result of your effort 
in the eight cities and the black colleges.

Is there any way tha t you would know the number of applicants 
tha t met the basic requirements so that , at least, they could be 
interviewed?

What I am driving at, Mr. Ingersoll, is tha t I assume there is an 
initial approach to a large group. Out of that group is taken a smaller 
group. Then, certain things happen. Each is interviewed regionally, 
examined, trained, and placed on probation. Then, we reach the figure 
that we are dealing with today, 67?

Mr. Ingersoll. I have that  information, Mr. Rangel. If you will 
bear with me for just  a moment.

Mr. Rangel. Perhaps, one of your assistants could be looking for 
this information, while you can tell me what the dropout rate is and 
at what stage it  occurs.

I assume these would be standards  tha t you would be using to test 
the effectiveness of the recrui tment  drive, meaning tha t if nobody 
showed up, you could not expect tha t you would have agents?

Mr. Ingersoll. I^et me, if I may—in one other recruiting drive, 
there were 110 interviews, and from those 55 applications tha t were 
received, those 23 were offered positions. Nine declined, and 14 were 
appointed. That is one example.

Mr. Rangel. Now, when you say interviews, is t hat  to say on the campus?
Mr, Ingersoll. Yes, sir. These are people who came in to discuss 

the job opportunity, the possibility of coming to work with the 
recruiters. Of the 110, th at is approximately 55 or 55 percent of them 
apparently  submitted applications.

Mr. Rangel. Now, would the applications merely indicate the 
academic requirements, withou t going into whether or not he would 
be qualified in other areas?

Mr. I ngersoll. The application would be reviewed and then the 
individual would be interviewed by either—in some cases, they were
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interviewed in the field by agents close at hand, and in other cases, 
we had instructed special interview teams tha t operated out of 
Washington, D.C., and they were specially trained for interviewing 
with minority applicants particula rly.

Mr. Rangel. I certa inly don’t want to load my questions, but what 
I am concerned about is the percentage of the interviewing teams 
tha t actual ly came from the region.

The reason for my question is tha t if you went to the black colleges, 
I assume they  were not in the North or in any of the major cities, but 
rather in the South?

Mr. Ingersoll. Many of them were in the South.
Mr. Rangel. And then I am also concerned as to whether or not 

your interviewing teams were mostly placed in the South and would 
unders tand your national needs ra ther than their regional needs?

Mr. Ingersoll. The answer to that is there was a combination. 
Initially, the interview teams were those basically stationed in the 
South. That was found to be less than  effective, and, therefore, we 
developed teams tha t were trained here at headquarters.  They were 
drawn from throughout the country. They were trained here not only 
by the Bureau, but also by the Civil Service Commission. Then they 
were put into the field for this particular purpose.

Mr. Rangel. So, is there a problem in getting  the local people to 
interview minorities from southern States?

Mr. Ingersoll. I think the problem is one that  people who come 
to work as criminal investigators are not trained interviewers, or 
recruiters  of new personnel. I think that  that  is as much of a problem 
as anything else. It  is like asking a group of school teachers who 
studied to teach to go ou t and recruit.  They are told to don the hat 
and go out and recruit  teachers. It is not part of their background.

Mr. Rangel. To what do you attr ibu te so much success in ge tting 
Spanish-speaking agents?

I know t ha t you have 65, I think, Spanish-speaking agents and 67 
black agents who all meet the academic standards and requirements 
tha t you demand.

Why is it that you have an equal number of Spanish-speaking and 
blacks?

Mr. I ngersoll. I can’t answer tha t question, Mr. Rangel. It  is 
not by design.

Mr. Rangel. But, it is so uniquely unusual.
Assuming that the drives are to get minorities to work in commu

nities in which they could be most effective, it seems as though you 
have a tremendous success with the Spanish-speaking people. If you 
have to use the number of blacks tha t you hired as a leveling factor, 
you have two more blacks than  Spanish-speaking people. Certainly , 
the black community outnumbers the Spanish-speaking population 
by more than two to one.

Mr. I ngersoll. I don’t have an answer to your question, Mr. 
Rangel. It  is the way it happened, I guess. 1 am sorry I  can’t give you 
a b ette r answer than that.

Mr. Rangel. Well, I am merely trying to see what we can do to 
remove some of the restrictions. I unders tand tha t you are not re
stricted  altogether, but  you have something called schedule A, which 
you can use to make a determinat ion in the best interest of the effec
tiveness of the Department. If a person has skills, you can set aside
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all of these guidelines and use your own judgment with respect to the task of being more effective.
Do you have tha t opportunity?
Mr. Ingersoll. Yes, people can come in under the schedule A. 

Tha t only delays the inevitable examination process, the usual process. It  is a temporary expedient to bring people in, but  at the same time under the present regulations, he will have to submit to 
the Federal service entrance examination ami other formal procedures tha t are in effect.

Mr. Rangel What we call that  in the ghetto is getting the foot in the door, which is not bad.
Mr. Ingersoll. A lot of people have gotten their feet in the door tha t wav.
Mr. Rangel. Our data, which may be incorrect, says in recent years you have 145 on schedule A, and only 61 are minor ity.
Mr. Ingersoll. I don’t know where you received tha t figure. I would have to go back into our records and find out.
Mr. Rangel. Considering your concern about hiring minorities and recognizing tha t you are not allowed to sta rt as many training programs as you want, would the number not be closer to the schedule A than to the general number of people th at were hired?
Mr. Ingersoll. I am sorry, I don’t understand the question.
Mr. Rangel. Would not the appointments under the schedule A reach your office more so than the regular person tha t is hired?
Mr. I ngersoll. No, sir. I have had some 2,800 people in the employ of the Bureau and I do not review every application of every individual tha t is hired.
Mr. Rangel. Would only those applicants requesting overseas as

signments come to you?
Mi. Ingersoll. They do not come to me. I am informed. If I object to the assignment, I might object. For the most par t this is just  a review process. There are times when I raise questions about  the particular priority of the overseas assignment, but those are exceptions rathe r than the rule.
Mr. Rangel. Would tha t relate to the attri tion  and schedule A appointments?
Mr. Ingersoll. I am not in a position to make a distinction  between who is coming in schedule A or who is coming in to replacement for attrit ion purposes.
I am sorry, I have to deal with these problems on a very general level. I have a personnel officer that is principally and particu larly, professionally competent to implement my policies and to do the 

screening and other necessary work tha t is incidental to employ.
Mr. Rangel. I can appreciate tha t because no one, less than I do since I have other responsibilities, would wan t to be involved in your personnel policies, but you have to admit tha t when you deal with 67 blacks out of a force of 1,500, both you and I have a responsibility to see what  has not been done to change tha t ratio.
Mr. I ngersoll. I agree completely, Mr. Rangel.
I come here with hat in hand, asking you for assistance.
Mr. R angel. I can give you schedule A as assistance. This has been used to recrui t minorities.
Mr. Ingersoll. It  has been used from time to time to recruit minorities.
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Mr. Rangel. Has it been effective?
Mr. Ingersoll. It  has had limited effectiveness.
Mr. Rangel. Has it reached your 50 percent standard?
Mr. Ingersoll. No, sir.
Let me say again tha t even the use of schedule A in the long run— 

even the individual who comes in under schedule A is still going to 
have to go through the formal civil service procedures.

Mr. Rangel. I hope i t would not be any other way, Mr. Director.
Mr. I ngersoll. So, he is going to come in with the same qualifica

tions.
Mr. Rangel. Your schedule A person, when i t comes to that ex

amination, should be bett er qualified than someone coming in from 
your colleges or you r streets.

I used an analogy that  th^re was a time tha t minorities were ex
cluded because of their standards from the military , both from the 
draf t as well as from the volunteers. So how were they allowed to get 
this foot in the door and be trained?

A time came when they met these standards and it seems like 
schedule A is a wonderful opportuni ty to get them in the door. It  
would prepare them to take the examination. So, you would not lower 
your s tandards.

Mr. I ngersoll. Well, I think tha t that has been done in some cases. 
I am no t prepared at the present time to give the statis tical breakdown 
of how much of it has been done. I am impressed t ha t it is probably 
not as much as you think. Perhaps I should go back anti look at it and 
see whether it has been used tha t way.

Mr. Rangel. I could not make tha t opinion, Mr. Director, if it 
has not been used as much as you think it should be.

I have no way of knowing whether it has been used properly. I am 
merely try ing to find out whether or not you are using the tools tha t 
are available to you.

Getting back to New York City, it is mv unders tanding—and I 
hope t ha t I am wrong—tha t you have only hired three black agents 
from tha t regional office since 1968.

Mr. Ingersoll. I can’t verify that , Mr. Rangel. I am sorry.
Mr. Rangel. Could you determine the number of agents generally 

that arc assigned to tha t area?
Mr. I ngersoll. How many agents are there in New York City, or 

assigned to tha t region?
Mr. Rangel. Yes.
Mr. Ingersoll. Yes, about 200.
Mr. R angel. H ow many of those would be black?
Mr. I ngersoll. As my memory serves me correctly, about  nine are 

black.
Mr. Rangel. Just  to pinpoint by number the drug activ ity tha t 

takes place in New York City, what percentage would be taking place 
in the brown and black community?

Mr. I ngersoll. I would jus t suspect that it is 50 percent or upward.
Mr. Rangel. And if you agreed with me that all things being equal, 

the ability  of the agent to assimilate in the community increases the 
effectiveness, then we should expect that , if you had the oppor tunity, 
close to 50 percent of the agents would be black?

Mr. I ngersoll. I am not suggesting th at. I think tha t tha t is close, 
50 percent.
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Mr. Rangel. Strike that . Would this figure be out of proportion to 
what you law enforeement officers would think to be most effective?

Mr. Ingersoll. I think the measure of effectiveness is relative. I 
think we have been successful in New York City.

Mr. R angel. With what you had to work?
Mr. I ngersoll. Maybe we would have more success, but then less 

success in these black areas where these agents are assigned.
Mr. Rangel. I didn’t follow tha t.
Mr. Ingersoll. If you are hypothesising, that the people who can 

assimilate into an environment perform effectively-----
Mr. Rangel. It is not my hypothesis.
Mr. Ingersoll. That  is my hypothesis, too, sir.
There are communities other than New York City who also have 

black populations. We have 67 blacks in the Bureau of Narcotics and 
Dangerous Drugs. My regional directors are also for more black agents. 
We move them around to do the best job we can with the limited 
resources.

Mr. Rangel. I admit tha t I am concerning myself with New York 
City. I agree with you tha t you have a small number with which to 
work. You do the best you can.

Certainly, I am not asking you to remove them from other com
munities, but I do think we both agree that  vou should take your 
members and rota te them. I don’t think really you can use seven 
black undercover agents in my congressional d istrict alone, much less 
the city of New York. 1 won’t assume that  Shirley Chisholm would 
agree that I could have them.

What I am talking about is how can you get the type of persons tha t 
you would need because in the President’s statemen t he indicated tha t 
more money is not needed, nor is there need for more manpower to 
work on the problem.

So, I don’t know if the President believes you have everything with 
which to work. 1 believe tha t we are in trouble with this war even 
though I would be the first to admit tha t more has been done in the 
last few years than ever before, bu t is this the cutoff?

Mr. Ingersoll. I don’t think tha t the momentum or basis is going 
to be cut  down a bit.

Mr. Rangel. Don’t you believe the fact tha t you have not been 
able to recruit more blacks has slowed down your effectiveness?

Certainly, it hasn’t increased it.
Mr. Ingersoll. It  certainly hasn’t enabled us to achieve the goals 

or objectives tha t we s tarted out to achieve.
Mr. Rangel. So, we have to deal with the Office of Budget and 

Management, the Customs Bureau, and a variety of other things 
over which you have absolutely no control.

Mr. Ingersoll. I am Director of the Bureau of Narcotics  and 
Dangerous Drugs.

As you know, the Pres ident or Attorney General has designated Mr. 
Ambrose in charge. There are many other people who are involved in 
this reorganization, and your conclusion is correct. 1 am not  in control 
of anything at this moment except the Bureau of Narcotics and 
Dangerous Drugs.

Mr. Rangel. Well, I just  can’t see how we can have any reorgani
zation if Mr. Myles Ambrose is going through the reorganization and



not even discussing with you the quality  of the people tha t would be 
transferred into this large organization.

I am not trying to jus t compliment you and your reputation .
I don’t care how many new agencies are created. The Bureau of Na r
cotics and Dangerous Drugs has the major responsibility notw ith
standing the new agencies. If the Congress believes tha t in the new 
agency being created tha t you are not the major factor in tha t 
creation, then we have no way of knowing where politics begin and 
where career law enforcement officers end.

I would hate to believe that  if the Departmen t of Social Service were 
going to be merged with your agency and tha t you would just have to 
wait and see what happened.

Mr. Ingersoll. Mr. Rangel, let me explain the reorganization 
plan a little  bit.

Firs t of all, it is not just  a merger of somebody with our agency. 
This is the establ ishment of a new Drug Enforcement Administration.

Mr. Rangel. Take me step by step.
Mr. Ingersoll. The new Administrator  is nominated  by the 

President, confirmed by the Senate.
Mr. Rangel. Take me step by step, Mr. Director. In this new 

Administra tion will there be no Bureau of Narcotics and Dangerous 
Drugs?

Mr. Ingersoll. Tha t is correct.
Mr. Rangel. I understand that . What  percentage do you believe 

or do you think they will share with you in terms of manpower tha t 
will be provided to the new organization from your agency?

Mr. Ingersoll. About 75 percent.
Mr. Rangel. And where will the other 25 percent come from?
Mr. Ingersoll. Presumably, from the Bureau of Customs.
Mr. Rangel. What  about  officers of the National Narcotics  In

telligence?
Mr. Stallo. For ty on the rolls right now.
Mr. Rangel. Is tha t it?
Mr. Ingersoll. I am not sure. And the other—the Drug Abuse 

Law Enforcement—How many employees do they have?
Mr. Stallo. They have about 90 employees right  now.
Mr. Ingersoll. I don’t think  all of them will be coming into the 

Drug Enforcement Administration.
Mr. Rangel. If I said 75 percent of the new agency will be com

posed of your agency, would I be correct?
Mr. Ingersoll. That is correct, sir.
Mr. Rangel. And a t the present time, you have no idea as to what 

will be the basic work force of your new organization. Is this correct?
Mr. Ingersoll. No, sir. This is, as I have said before, the in

dividuals have not  ye t been decided.
Mr. Rangel. So we can throw out the window right  now all of 

your recru itmen t ideas, the possibility of minorities being promoted 
to supervisory positions, and the recommendation of the past  repor t 
that you have made. You haven’t the slightest idea with what  you 
are working. If 500 blacks came over to your agency, obviously, you 
don’t have to recruit.

Mr. Ingersoll. I am no t sure tha t I really—some could be thrown 
out the window. I really think, sir, this depends upon the Adminis
trator, the new agency. It depends upon what  he intends to do, the
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extent tha t he sees valid in the decisions tha t have been generated 
or adopted. I think tha t tha t is within the discretion and within his determination.

Mr. Rangel. Well, there is not very much to which Congress can respond. If you have to wait to see who the new Administrator is, there is nothing we can do in terms of supporting or denying. We 
should not  only wait until the Government Operations Committee begins its investigation, but we should also just  wait and see what happens even though we have the constitutional or legal responsibility  to  review the consolidation. Is tha t correct?

Mr. Ingersoll. Well, I am not familiar with the chapte r and verse of the Presidential reorganization authority, but I do know that  the Congress receives it. It  e ither disapproves or approves i t. There is no contemplation tha t the Congress will be concerned with responsibilities that  might  be involved in the reorganization.
Mr. Rangel. Policy is certainly one thing with which we have to concern ourselves.
Mr. D rinan. Will the gentleman yield?
Mr. Rangel. Yes.
Mr. Drinan. I want  to commend you on your work. I had been favorably disposed to the reorganization plan, too, Mr. Ingersoll. 

I have admiration  for you, and if you look back to Ramsey Clark ’s administration at Justice, he really cared about civil rights. But I am frankly  very disappointed tha t you can’t make an affirmative commitm ent on behalf of the resources of BNDD.
I would jus t like your comment pursuant to tha t about which Mr. Rangel has been questioning you.
Mr. Ingersoll. I would prefer not to be associated with any administration  in terms of partisan politics. I am not  a partisan  politician. I jus t happened to be appointed by Ramsey Clark, but  

tha t was just a case of a time and a job. I have been reta ined by the present administra tion.
As far as the future is concerned, I am in no position in the Drug Enforcement Administration—there  is planning at this time. That planning is under the direction—in the hands of Mr. Miles Ambrose 

for the Department of Justice and the Office of Management  and Budget. The total Government is concerned.
Mr. D rinan. Well, I appreciate that , sir, bu t i t is civil rights about 

which this committee is concerned. This  is the only group in the entire  
House of Representatives tha t is concerned with this precise point. It  is our responsibility to look at reorganization, too. Wha t type of commitment to civil rights are they going to offer?

We are getting no response. You sav tha t it  is not your responsibility. Well, whose responsibility is i t, and who can we invite here to give 
us what tha t proposed new organization would do with respect to civil rights?

Mr. Stallo. Sir, I  th ink i t is premature to respond to tha t question, 
but from the depar tment  lev-el, I can give you some insight into what we hope to do.

When the new administra tor is appointed , it is our objective to meet with him to acquain t him with the Dep artm ent’s action plan, which applies to all Bureaus of the Department, and to encourage him to rely upon Mr. Ingersoll’s experience in the Bureau of Narcotics and Dangerous Drugs.
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1 think we can safely say tha t we don’t lose the benefit of his 
experience, but instead we have steadily built upon it.

Mr. D rinan. Thank you very much. 1 will yield back to Mr. Rangel.
Mr. Rangel. I want to thank  you for corning here, and I must say 

tha t in view of what you have told us, I feel much more secure for the 
safety of the Nation in dealing with the Bureau of Narcotics and 
Dangerous Drugs.

While I have always been one to support consolidation, I can’t find 
myself suppor ting what I don’t know. So, therefore, I want  to thank 
you for your longtime intere st in bringing about not only equali ty in 
civil rights , but  more importantly, for trying to get the most effective 
work force tha t you can get.

I don’t think I would be helping you at all by supporting the transfer 
of people to you when you have no idea about their background and 
training.

Mr. Edwards. The gentleman from Virginia.
Mr. Butler. No questions.
Mr. Edwards. The gentleman from Massachusetts,  Mr. Drinan.
Mr. Drinan. I yield.
I want to thank him for coming and for this discussion. I hope we 

can continue this dialog about civil rights in this entire area.
Mr. Edwards. I  want to emphasize the point tha t was made by Mr. 

Drinan of Massachusetts tha t the Judic iary Committee has a very 
definite and continuing interes t in any kind of a new plan for the 
reorganization of any executive agency because we have been charged 
by the House of Representatives  with the job of trying to assist the 
various agencies concerning fair employment practices.

Our investigation previously in the 92d Congress indicated tha t 
with regard to Spanish-speaking people of the United  States , the 
employment practices of the Federal agencies and licensees of the 
Federal Government were very unsatisfactory.

The gentleman from New York pointed out that your agency has 
done very well with the employment of Spanish-speaking people. I 
assume, Mr. Ingersoll, tha t Mr. Gallegos, who is sitting there behind 
you, is involved in tha t aspect. Is tha t correct?

Mr. Ingersoll. Mr. Gallegos. Mr. Gallegos is the Acting EEO 
Officer and served on my personal staff. His present duties  are to 
provide me with advice and assistance in all minorities.

Mr. Edwards. Mr. Gallegos, you should be complimented with 
regard to hiring practices. Certainly, you are doing a lot bet ter than 
any other  Federal agency. Whatever the record is with regard to 
minorities, I would like to ask you one question on that .

Mr. Gallegos, perhaps you would like to answer this. Of the com
paratively large number of Spanish-speaking people employed as 
special agents, what  percentage employed are Mexican Americans?

Mr. Gallegos. We do not have tha t breakdown. We don’t have 
the precise statis tics on the number of each.

Mr. I ngersoll. There are some, and these were recruited from 
Puerto Rico and reassigned to Puerto  Rico. There are others else
where in the country.

Mr. Edwards. Counsel, do you have any questions?
Mr. Blommer. No questions.
Mr. E dwards. Ms. Robinson.
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Ms. Robinson. Earlier in your prepared statement , you indicated tha t you visited predominantly black institutions. I would like to know the names of the colleges.
Mr. I ngersoll. The names of the colleges? I will have to bring 

tha t in for the record.
Ms. Robinson. I am also interested in knowing about the career board which was crea ted. I believe it was mentioned with reference 

to the overseas assignments.
Mr. I ngersoll. The Career Development Board is responsible for selecting people for overseas assignments, and also for recommending 

people for promotions to supervisory grades. *Ms. Robinson. What is the ethnic composition of tha t group?
Mr. I ngersoll. It  is composed of three senior white officers in the 

Bureau.
Ms. Robinson. I am also interested in your equal employment *plan. Is it correct tha t there is a departmenta l policy to document  reasons for nonselection of minority  and female applicants?
Mr. Ingersoll. I think it is correct, but I think there is—this is a question tha t Mr. Stallo would be in a better position to answer.
Mr. Stallo. I don’t believe th at tha t is specifically the policy.
Mr. Gallegos. It  is in the draf t.
Mr. Stallo. It  is not a department plan, i t is the BNDD plan.
Ms. Robinson. Then, was it deleted from the final version?
Mr. Ingersoll. Wc don’t have—the final version hasn’t been published yet.
Ms. Robinson. Well, is it your policy to do that now? Do you have any mechanism for that?
Mr. Gallegos. Oral screening----
Mr. Ingersoll. There is a requirement for that.
Ms. Robinson. Now, could you give me the title of the indi

viduals who have been involved in tha t process? The draf t simply says officials with selection authority.  I am wondering who those officials are.
Mr. Ingersoll. In the field, it  would be the regional directors who are the highest ranking officers of the  13 domestic regions and the 5 

overseas regions. The decisions are made at  headquar ters. It  would be the Director of Personnel.
Ms. Robinson. I see. Within tha t particular group, are there any »minority members who make that decision?
Mr. I ngersoll. Among the regional directors?
Ms. Robinson. Yes.
Mr. Ingersoll. Yes. There is one regional director and several -special agents. There are several in the district  offices within the per

sonnel department. There are minority personnel who part icipate  in the decisionmaking process.
Ms. Robinson. I have another question with regard to your pro

motions. I understand there is a rest riction on promotions above the GS-12 level. Is this correct?
Mr. Ingersoll. At this moment?
Ms. Robinson. Well, let me ask you then, is the restriction at this moment?
Mr. I ngersoll. It  is a transference of authority  during the re

organization period. Any promotion above th at level has to be cleared with the Department.
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Ms. Robinson. I see. Has  this restric tion ju st recently occurred, or 
lias it been a rest riction for some time?

Mr. I ngersoll. It  has been in effect since the reorganization plan 
was promulgated.

Mr. Stallo. March 28.
Mr. Rangel. Could you assist us with the names of the people who 

presently  have been having the inpu t in the reorganization?
Mr. I ngersoll. I think, as far as the Department of Justice  is 

concerned, the person responsible is Myles Ambrose.
Mr. Rangel. All right. Would there be any others who have any 

idea as to what the program th at ultimately comes before the Congress 
for approval is going to be?

Mr. Ingersoll. People or programs coming before the Congress?
Mr. Rangel. Well, I don’t know. You mentioned tha t 40 men or 

so are coming from special intelligence groups.
Mr. Stallo. The decision that must be made by Mr. Ambrose and 

his assistan t will be one in which we will look at the organization 
struc ture and will also see what  it will look like when they merge 
functions. Apparen tly, they exist together, and what  the staff is 
apparently—as far as I know, tha t decision has not yet  been made.

Mr. Rangel. We have  talked with the men that will be providing 
the 75 percent of the manpower. Myles Ambrose will be providing some 
part of th at manpower, too. Who else will be providing manpower, if 
not  ideas and suggestions?

Mr. I ngersoll. There will be many through the transfer of indi
viduals from offices of the narcotics depar tment , which is being cur
rently  directed by Mr. William Sullivan.

Mr. Rangel. Who is in charge of that?
Mr. I ngersoll. Commissioner—I might add several times that  

people who are being transferred in their field are familiar and asso
ciated with the drug enforcement activities. They are inspectors who 
are going to perform the duties associated with drug enforcement. I 
would expect it would not until 1 or 2 more weeks before specific 
individuals will be identified.

Mr. Rangel. They may have already been identified since this 
information jus t hasn’t been shared.

Mr. Ingersoll. I think the field visits are going on right now. I 
have sat  in on our preparato ry meeting for the field visits, and the 
information was not available at the last meeting which was a few 
days ago, last Friday.

As Mr. Stallo has pointed out, one of the purposes of this trip is to 
identify if not by name, at least by position and function, those 
customs activities that are most closely related to  the narcotics control 
efforts.

Mr. Rangel. Mr. Chairman, has an invita tion been extended to 
any of those people who are presently  directing programs that  are 
being considered in consolidation?

Mr. Edwards. I believe that we probably decided this morning 
that we will invite b oth Mr. Ambrose and Commissioner Acree of the 
Bureau of Customs next week.

Mr. Rangel. Might  the subcommittee members have  the oppor tu
nity to request in writing further  information?

Mr. I ngersoll. Of course, and we would be very happy to comply.

97-789— 73------ 3
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Mr. Rangel. I can’t thank you enough for your appearance.
Mr. E dwards. I f there are no further questions, we than k you very 

much, Mr. Ingersoll.
The subcommittee will stand adjourned subjec t to the call of the  

Chair.
[Whereupon, a t 11:47 a.m., the subcommittee adjourned subject to 

the call of the Chair.]



EQU AL EMPL OYME NT OP PO RT UN ITI ES IN CUR REN T DRU G ENFO RCEM ENT AGENC IES
T H U R SD A Y , M A Y  10 , 19 73

House of Representatives,
Subcommittee N o. 4 of the 

Committee on tiie J udiciary,
Washington, I).C.

The subcommittee met, pursu ant to call, at 10:10 a.m., in room 
2226, Rayburn House Office Building, Hon. Charles B. Rangel, pre
siding.

Present: Representatives Edwards, Drinan, Rangel, Wiggins, and 
McClory.

Also present: Representative Conyers.
Staff members present : Alan Parker , counsel; Ruth O. Robinson, 

assistant counsel; and Michael W. Blommer, associate counsel.
Mr. Rangel. The Civil Rights  Oversight Subcommittee of the 

Committee on the Judic iary will come to order.
We are pleased to have with us this morning Mr. Vernon D. Acree, 

U.S. Commissioner of Customs, Depa rtment of Treasury , and Mr. 
Myles J. Ambrose, Special Assistan t Attorney General, Directo r of 
the Office for Drug Abuse Law Enforcement in the Department of 
Justice  and Special Consu ltant to the Presiden t for Drug Abuse Law 
Enforcement.

Mr. Acree’s Federal career began in 1937, with his employment as a 
messenger with the Department of Treasury. He has subsequently 
worked his May up ami across a number of career ladders. During 
World War II,  he served in Germany with  the U.S. Army’s Criminal 
Investigation Division and subsequently he organized the security 
force which combated graft and corruption in Marshall Plan assistance. 
He fulfilled a similar assignment as Chief Security Officer for the 
Economic Stabilization Agency during the Korean Mar. He has 
served as an Assistant Commissioner of the Internal Revenue Service 
and on May 2, 1972, M as sworn in as the U.S. Commissioner of Cus
toms. He has received several career service aM ards.

Mr. Ambrose, Mho I understand M ill be testifying after Mr. Acree, 
M as born in Ncmv York City and is a gradua te of the NeM' York Uni
versity School of LaM'. He has previously served as an ass istant  to  the 
Secretary of Treasury. From 1960 to 1963, he Mas executive di rector 
of the Waterf ront Commission of NeM* York Harbor and later he 
served as chief counsel to the N cmt York State Joint Legislative Com
mission for Study of the Alcoholic Beverage Control LaM'. He is a 
former Commissioner of Customs and in January  1972 was appointed 
to his present position by the President of the United States.

(31)
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The Civil Rights Oversight Subcommittee has undertaken a review 
of equal employment oppor tunity available within the several drug 
fighting agencies. With this objective in mind, last week this sub
committee heard testimony from M r. John Ingersoll, Director of the 
Bureau of Narcotics and Dangerous Drugs. Today  we are anxious 
to receive testimony from Mr. Acree with regard to equal employment 
oppor tunity available in his Bureau and from Mr. Ambrose regarding 
the Office for Drug Abuse Law Enforcement. Fur ther , we are especially 
interested in the manner in which the President’s Reorganization 
Plan No. 2, with its proposed Drug Enforcement Administra tion, 
will affect equal employment opportuni ty and we look to the Presi
den t’s Special Consultant for Drug Abuse Law Enforcement, Mr. 
Ambrose, to supply the subcommittee with this information.

The entire committee and this subcommittee welcome bo th of you 
and I  unde rstand  th at Mr. Acree will be testifying separately and then 
Mr. Ambrose to follow.

Do you have a prepared statement, Mr. Acree?

TESTIMONY OF VERNON D. ACREE, U.S. COMMISSIONER OF CUS
TOMS, DEPARTMENT OF THE  TREASURY; ACCOMPANIED BY
JAMES KEENER, DIRECTOR OF PERSONNEL, BUREAU OF CUS
TOMS; AND RECTOR SMITH, EQUAL EMPLOYMENT OPPORTUNITY
OFFICER, BUREAU OF CUSTOMS

Mr. Acree. Mr. Chairman, we have a prepared statement tha t we 
sent  to the committee yesterday or the day before yesterday.

Mr. Rangel. I see. I believe the members have a copy of your 
statement. If you would like to read from it, you may. If you would 
like jus t to highlight a p art  and then we will put the entire statement 
in the record, it will be so ordered.

Mr. Acree. Thank  you. I would prefer tha t we put  the entire 
statement in the record, if you please, and permit me some time, then, 
to highlight some of the major and/or more significant factors in
volved in the Customs program.

Mr. Rangel. Very good. So ordered. You may begin when you 
want.

[The prepared statement of Mr. Acree is at p. 52.]
Mr. Acree. Thank you, Mr. Chairman.
First,  let me tell you tha t I appreciate the opportuni ty to appear 

before this committee to outline the Customs program in the equal 
employment opportunity  area and some indication as to what  I 
believe as to i ts effectiveness.

Firs t of all, I would like to mention an observation which I made 
immediately upon my appoin tment  as Commissioner of Customs 
a year ago. I found that the Customs Service had already assumed 
a positive program posture in this area which had been increasing in 
effectiveness for approximately 5 years. Coming aboard as Commis
sioner of Customs, I held extensive briefing sessions wi th each of the  
program managers and it  was through tha t device and subsequent 
contacts , observations, and briefings tha t I keep abreas t of w hat is 
going on with reference to the total  Customs program.

I found t ha t Customs already had, when I came aboard, an ongoing 
system of program planning, implementation, and evaluation. Customs
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had established a framework for special recruiting efforts for m inority 
group candidates  and for mainta ining contacts  with community 
organizations.

Our offices in the nine Customs regions—Boston, New York, 
Baltimore, Miami, New Orleans, Houston, Los Angeles, San Francisco, 
and Chicago—had been and indeed still are conducting equal oppor
tunity seminars for supervisors as well as maintaining positive co ntact 
with community  organizations. The most noteworthy progress I 
found was the steady, onward, year-bv-year increase in the number 
of minority group employees on our rolls. The trend and results of 

» our policy, I believe, can be measured in the accomplishments that
I will now mention.

For example, the employment of blacks in the U.S. Customs 
Service increased 118 percent.

- Mr. Rangel. Would you give us numbers?
Mr. Acree. From 550 to 1,400 between 1968 and 1974. This, Mr. 

Chairman,  is in contrast to the 69 percent overall rise in the agency’s 
total enrollment.

The agency’s tota l employment during the same period, 1968 to 
1974, increased from 8,000 to 13,500 persons.

Employment of Spanish-surnamed employees in the same time- 
frame, 1968 to 1974, more than doubled, from 350 to approximately 
900.

Of the aggregate personnel strength in U.S. Customs about 14 
percent of our 13,500 personnel are minority  employees.

In casting this in somewhat different perspective, the percentage 
of total  Federal jobs held by Spanish surnamed employees in Jan uary 
1974 was 4.9 percent of the tota l Federal employment. The Customs 
figure would be 4.7 pe rcent of our personnel.

The percentage of jobs held by Negroes in the Federal work force 
as of that same date was 15.1 percent. The Customs figure was 9 
percent.

I think, too, that  I might mention in tha t regard tha t Customs 
has relative ly few blue-collar workers and the total Government 
figure includes the Postal Service, too, so tha t there may be some reason 
why, in a total way, the measurement of the 9 percent in Customs 
would not be exactly in terms of the proper relationship of blacks to 

, total employment.
Mr. Rangel. I did not understand that . I am terribly  sorry.
Mr. Acree. Let  me go back, sir. I said tha t the percentage of total 

Federal jobs held by Spanish-surnamed employees in the entire Federa l 
• employment force was 2.9 percent in January 1972.

Mr. Rangel. I  understood your statistics , b ut you mentioned there 
were no blue-collar jobs in the Customs Bureau.

Mr. Acree. Yes. I mentioned that in the light of the fact tha t the 
Customs employment of blacks, 9, as opposed to the total Federal em
ployed force of 15, was low. And I was indicating  that the reason for 
the higher Federal figure, tha t it does include all blue-collar workers 
and workers in the Postal Service and the like, where there is a very 
high percentage of blacks employed, pointing out, sir, that we do n ot 
have a large number of that kind of employment in Customs;  t ha t is, 
blue collar or wage board.

Mr. Rangel. Where is the bulk of your minority employment in 
Customs?
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Mr. Acr ee . The bulk of our m inor ity  emp loy me nt in Cu sto ms  is  in  
the  insp ect or,  impo rt specia list  ra nk s, Custo ms  insp ectors , and im po rt 
spec ialis ts.

Mr . R angel. Wou ld it  be  thes e forces th at  you ju st  m entioned th at  
would be joining in wi th the Bu reau  of Na rco tics and Da ngero us 
Drugs in order to abide by  the Pr es id en t’s wishes?

Mr . Acr ee . Mr. Ch air ma n, no,  sir. Those  forces would st ay  wi th 
Cu sto ms  and would con tinue to be a par t of the  Cu sto ms  opera tion. 
The Organiz ation  P lan  No. 2, sir , e nvis ions tra nsfer rin g o nly  our  agen t 
personnel, crim ina l inv est iga tive person nel  to the  new agency .

Mr. R angel. The th ru st  of thes e hea ring s is equ al em plo ym ent 
op po rtu ni ty  in con nec tion  with the  prop osed Dr ug  En forcem en t Ad
minist ra tio n and the  com bining of dru g-f igh ting agencies is unde r one 
umbre lla . So th at , if you  could  di rect  yo ur  rem ark s to th at pa rt  of 
yo ur  office which  yo u exp ect  to be tra nsfer red  in thi s merger,  it would 
allow u s to  deal  wi th those issues.

Mr.  Agree . All r igh t, sir.
1 had  a nu mber of othe r points.
Mr . R angel. I did no t mean to in te rrup t.
Mr Agre e. T hen, I will pick  up on the  poi nt you  mentio ned .
Mr . R angel. If  von can  hig hlight the  pa rti cu lar issue upon  which 

the  sub comm itte e is focusing, it  will be appre cia ted .
Mr. Agree . I certa inly shall . I migh t po int ou t th at  along wi th the 

increases sta tis tic all y th at  I have  alr ead y cite d, during the  same 
period minor ity  group pers ons  moved  in to  such  sup erv iso ry posts as 
Di str ic t Di rec tor s, Div ision Direc tor s, and  num ero us othe r sign ificant  
pos itions wi thin the  en tire Cu sto ms  Servic e.

An oth er im po rtan t asp ect  of our ongoing pro gra m involve s tra ini ng  
and dev elo pm ent  and upwa rd mo bil ity . The se areas have also been a 
cons ist an t par t of our  ac tiv ity  for  at  lea st 5 yea rs. We are a t this  
mo ment developing, I guess, for  a more com prehensive  upward 
mo bil ity  pro gra m in ord er to impro ve our  im ple me nta tio n. These 
gain s in U.S.  Customs reflect the age ncy ’s efforts to assu re equal 
em plo ym ent op po rtu ni ty  under Executi ve  O rde r 11478.

We are prese ntly implementing new req uir em ents in the  EE O area 
imposed  by  the  Eq ua l Op portu nit ies  Ac t of 1972. Ind eed , we will 
dev ote  15 ma n-y ear s to thi s pro gram in fiscal ye ar  1974 as again st 4 
ma n-y ear s ded ica ted  to this effor t i n 1968.

Th e key elem ents  in the  Customs  pro gram are the  dev elopment  of 
act ion  plans for he ad qu ar ters  in Wa shington , and  in each  of our  n ine  
regions,  continuing  emp has is on rec ru itm en t, upwa rd mo bil ity  and  
ut iliza tio n and  tra ining, comp lai nt handling and  program evaluation, 
comm unica tion in all aspects of the program s, the  sup erv isors, em
ployees and new  employees by  me ans of special  issuance s, employee 
publi ca tions and the  mas s media.

A number of o the r facto rs, we feel, shou ld be con sidered in e valua ting 
the  to ta l cus tom s pro gram.  Fi rst  is the general  dec line in total  Federal 
em plo ym ent , coup led wi th the  bu dg et  squeez e, the  man da te  from  the  
Dep ar tm en t to at te m pt  to abs orb  600 cus tom s sec ur ity  officers and 
sky  marshal s, who  are bein g p has ed ou t by  Executive order, Reorgani 
za tion Pl an  No.  2 of 1973, which is cu rre nt ly  under consider ation by  
the Congres s, and which, if im ple me nte d, will res ult  i n the  loss of over
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500 customs agents and support personnel to the proposed new agency 
in the Justice Department.

Concurrently, this plan envisions the absorption of about 1,000 
immigration personnel into customs.

I might mention, too, tha t some negative reaction to recru itmen t 
for investigative personnel among minority groups does exist and we 
might discuss i t further, Mr. Chairman.

Mr. Rangel. What is the start ing salary, Commissioner?
Mr. Acree. The start ing salary is a grade 5 level.
Mr. Rangel. How much is that? You may be able to help me before 

the day is out.
Mr. Acree. $7,694.
Mr. Rangel. That just  about equals the poverty level of the Presi

dent’s programs.
Mr. Acree. And then, of course, there is the competition on college 

campuses for graduates by priva te indus try and other governmental 
agencies.

So far as the program within Customs is concerned, I can assure 
you and the committee tha t during my tenure as Commissioner I 
personally intend to see th at Customs maintains a positive effort thus 
far put forth in equal employment opportunity. Frankly, I see no 
reason why we, as a major Federal bureau, cannot continue to train,  
hire, and promote in an affirmative manner and improve even further 
our image as an equal oppor tunity employer. It  is my responsibil ity 
under this program to assure every employee and applicant that  his 
or her chances of being promoted or hired, whichever, will not depend 
upon some extraneous factor such as race or sex.

I have sent out several messages concerning our program responsi
bilities to all of our employees, managers, and supervisors in Customs. 
Indeed, it is not a new message. It  is a continuation of a positive 
program effort as I indicated at  the outse t that I found when I came 
there and I do believe in terms of the statist ics tha t I have cited has 
been, overall, most beneficial.

Mr. Rangel. Thank you, Mr. Commissioner.
Mr. Edwards, our chairman.
Mr. E dwards. Than k you, Mr. Chairman.
How many people are going to be transferred over to the proposed 

Drug Enforcement Administration, Mr. Acree?
Mr. Acree. Mr. Edwards, this figure in exact terms is presently 

under study by 0M B to determine in terms of customs resource 
exactly what will go to the new agency—both personnelwise and 
resourcewise.

Our computat ions at this point  suggest it will be, so far as agent 
personnel, criminal investigators are concerned, somewhere in the 
neighborhood of between 500 and 600.

Mr. E dwards. Are they all male?
Mr. Acree. We have no t identified, sir, the individuals that will go. 

Now, in the makeup of the tota l work force currently still with 
Customs, we have some female special agents, criminal investigators.

Mr. E dwards. Are these all special investigators who are going to be 
transferred?

Mr. Acree. Yres, sir, special agents.
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Mr. E dwards. Wh at is the ir pay scale?
Mr. Acree. Their pay scale would extend from grade 5 through 

grade 15, the total pay scale of criminal investigators in Customs. It  
will be a proportionate share or percentage, rathe r, of each of those 
grades tha t will move.

Mr. Edwards. Did you notice the article in the newspaper this 
morning referring to the problem in the Marshal’s office at the  De part 
ment of Justice where the Justice  D epar tmen t’s Civil Rights  Division 
issued an order requiring tha t 18 percent of the supervisory positions 
within the Marsha l’s office be held by minority members? W hat per
centage of your supervisory positions do you think are held by minori
ties? They are generally grades 9 to 13.

Mr. Acree. I am sorry, sir. I do not  have tha t figure immediately 
available. However, we will be pleased to provide it for the record.

Mr. E dwards. Do you know approximately how many people you 
have in grades from 9 to 13?

Mr. Acree. Are we speaking, sir, for clarification, of the overall 
Customs Bureau?

Mr. Edwards. The whole Customs Service.
Mr. Acree. I am sorry, sir. We do not. We will provide it for the 

record.
Mr. E dwards. It  probably is around 700 or 800, according to this 

minor ity group stat istic  char t of yours. That is, the total personnel in 
grades 9 to 13 for criminal investigator. Of the 700 or 800, according to 
this chart, approximately 15 are black.

Mr.  Acree. We have those figures, sir. We will give them to you in 
jus t a minute. My two operators are computing them.

Mr. E dwards. Than k you.
Mr. R angel. Mr. Wiggins?
Mr. Wiggins. Thank you, Mr. Chairman.
I read your prepared s tatement, sir, and it is evident from th at sta te

men t and the attach ments thereto  you are making a genuine effort to 
recru it minority employees into the Service and that you are atte mp t
ing apparently in good faith, to implement all Pres idential guidelines 
and directives to tha t end.

The fact remains tha t those efforts have not been crowned with 
shining success, have they, in terms of the total  numbers. I refer now 
to criminal investigators only.

Mr. Acree. Criminal investigators  only.
Mr. Wiggins. Yes. I have before me a char t apparently prepared 

by you labeled “Minority Group Statis tics.”
I am going to refer, for the purposes of my question, only to the 

city of Chicago, which is on page 4 of th at document. You furnished 
the subcommittee with statist ics indicating tha t Chicago is a city of 
approximate ly 3,300,000 persons, of which 1,100,000, or approxi
mate ly one-third, are black. The statistics  for Chicago with respect 
to criminal investigators indicate tha t there are no black criminal 
investigators in Chicago out of a total  work force there in this cate
gory of 97. Are my statist ics correct?

Mr. Acree. Your statistics are correct, sir, and I will certainly 
stipulate so far as the criminal investigator area in Customs is con
cerned, the track record is bleak.
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Mr. Wiggins. All right, Now, I  am willing to accept at face va lue 
the good faith efforts you have made to recrui t minorities, bu t the 
record indicates tha t at least insofar as Negroes are concerned in 
Chicago, you have been unsuccessful. Would you tell the subcommit tee 
why you have been unsuccessful?

Mr. Acree. Mr. Wiggins, I cannot respond in an accurate way 
due to the fact that in the last 14 months we have not  a ttempted  to 
hire any criminal investigators, because of the ceilings, and so fo rth.

I think we would have to go back into the last several years of 
recruiting  efforts and employment programs, and frankly, when I 
was appointed Commissioner of Customs in May of 1972, I took the 
position essentially tha t r ather than  atte mp t to go back and find out 
the reason, not only in answer to the question that you have asked, 
sir, b ut to many others, that I would be more concerned about  w hat 
occurred from May 1972 onward.

Mr. Wiggins. I can understand tha t.
Mr. Acree. If I may, sir-----
Mr. McClory. Will the gentleman yield?
Mr. Wiggins. Of course.
Mr. McClory. When we were discussing the subject with  the head 

of the Bureau of Narcotics and Dangerous Drugs it was brought out 
that criminal investigators there were preferably  black if they were 
working in a balck area. 1 just wonder wha t do the criminal investi 
gators in Chicago do? Are they principally at O’Hare Airport?

Mr. Acree. No, sir. They would be throughout the entire Chicago 
region, not  jus t at O’Hare Airport. They would have a varie ty of 
duties to perform as customs special agents.

Mr. McClory. Would they be investigating, conducting criminal 
investigations in the black area of Chicago?

Mr. Acree. They would be conducting criminal investigations in 
the black area of Chicago, Detroit , and other cities t ha t are within the 
customs Chicago region.

Mr. McClory. Does that impair the criminal investigation when 
you have all white investigators charged with investigating in the 
black neighborhoods?

Mr. Acree. Again, sir, I have projected my response on what  has 
occurred since May 1972. If  I can go back into 32 years experience in 
the enforcement and investigat ive area, I would indeed agree, Mr. 
McClory, with your observation. In the agencies tha t I have been 
associated with prior to coming to Customs I think th at you can make 
a very valid point, tha t to do a proper job of enforcement, to do a 
proper job of any kind of public contact, you necessarily must field an 
all-American team, if I can express i t in that sense.

Mr. Wiggins. Mr. Acree, what are the educational qualifications 
for a new incoming criminal investigator?

Mr. Acree. The  criminal investigators tha t come into Customs and 
the other Treasury enforcement agencies enter via the Treasury en
forcement agent examination. This is an examination set up by the 
Civil Service Commission, administered essentially by Treasury for 
the employment of special agents.

The Treasury enforcement agent register is used to fill Secret Serv
ice, alcohol, tobacco, and firearms, customs special agents, Internal  
Revenue special agents, Internal  Revenue inspectors, and the entire
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spectrum of 1811 series, criminal investigator jobs throughout  the entire Treasury  Department.
The requirement for an individual to be eligible to take that examination essentially requires a college education. However, I cannot say off the  top of my head, b ut there is a provision for the subst itution of some work experience in lieu of the educational requirement so th at an individual can have a combination of both education and experience and be eligible to take the Treasury enforcement agent examination.Mr. Wiggins. Is the examination a written examination?
Mr. Acree. The examination, sir, is a written examination.Mr. Wiggins. Who prepares  the examination?
Mr. Acree. The Civil Service Commission.
Mr. Wiggins. Would it  be possible for you to obtain a copy of the examination which all applicants take in order to qualify and submit that  to the subcommittee, with the Chairman’s permission?
Mr. /Vcree. The Director of Personnel suggests tha t the Civil Service Commission, sir, would probably be asked to rule on that, as to whether making a copy of the examination available would compromise the test.
Mr. Rangel. Subject to their ruling.
Mr. Acree. Fine, sir. We would be pleased to do that.
Mr. R angel. And would you please, if they rule adversely, send a copy of the ruling to us?
Mr. Acree. We will do that, sir.
Mr. Wiggins. Are there any physical requirements apar t from educational atta inment in order to take  the test?
Mr. Acree. Yes; there are such as I cite. Some of the services of the Treasury Depar tment , Secret Service as an example, require 20-20 vision, not  corrected by glasses. Other of the Treasury enforcement agencies, and I think including Customs, do provide some waiver for eyesight and other physical impairments.
Mr. Wiggins. Is there a height limitation?
Mr. Acree. No, sir; there is not.
Mr. Wiggins. Is there a weight limitation?
Mr. Acree. No, sir.
Mr. Wiggins. Is there a sex limi tation in any way as far as you know?
Mr. Acree. No, sir; there is no sex limitation.
Mr. Wiggins. Have you seen one of these examination blanks or applications?
Mr. Acree. Not in many years, sir.
Mr. Wiggins. Prior to taking the examination, I gather that an applicant fills out in writing an application; is tha t right?
Mr. Acree. Yes, sir; he does.
Mr. Wiggins. Is that done also a t the Civil Service Commission?Mr. Acree. Yes.
Mr. Wiggins. Mr. Chairman, I would like our record, if you agree, to include a copy of the application which the  applicants  must complete in order to qualify for the examination.
Mr. Rangel. Certainly, you do n ot need Civil Service permission for that.
Mr. Keener. That is correct. The application is primar ily jus t a background of the person’s education and work experience to tell if he would qualify for the position if he passed the exam.
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Mr. Wiggins. I understand,  bu t subjec t to the Chair’s ruling, I 
think it would be helpful to our record if we had a copy of the form to 
be filled out.

Mr. R angel. I concur.
Mr. Wiggins. Does the applicant fill ou t that form in person?
Mr. Acree. The applicant fills out  the form in person. As a ma tte r 

of fact, the Treasury enforcement agen t brochure is a very att ract ively 
prepared one. It  is distributed on the campuses of most of the colleges, 
universities, if not all, and is made available to all of the recruite rs 
both at Civil Service and at the Treasury Departmen t. And in it is 
merely a small yellow card, Mr. Wiggins, that, the  prospective appli
cant completes mails in, then, to the Civil Service Commission. He 
is advised then by the Civil Service Commission as to where and when 
he mav take the examination.

Mr. Keener. That is correct.
Mr. Wiggins. If the application on i ts face reveals no impediment 

to the man taking the examination, is there some further screening 
tha t occurs between the completion of that application and the taking 
of the test?

Mr. K eener. There is no screening by the Civil Service Commission.
Mr. Wiggins. All right.  Now, let me pose a hypothetical case, 

tha t a convicted narcotics  felon possessed the requisite apparen t 
qualifications, filled out an application, and was a pparently  qualified 
to take the test. Do I understand you to say tha t he could take that 
test?

Mr. Keener. Yes; he could take the test  and receive a rating . 
Then it would be the obligation of the hiring agency to verify the 
employment, the experience, and do a background investigation to 
see if he is qualified for the position.

Mr. Wiggins. Would the gentleman identify himself for our 
record?

Mr. K eener. James Keener, Directo r of Personnel, Management 
Division, Bureau of Customs.

Mr. Rangel. If it is more comfortable, you can sit with the 
Commissioner.

Mr. Wiggins. Are prospective criminal investigators completing this 
application at the present time or have  you closed the field?

Mr. Acree. No. There are prospective criminal investigators taking 
the examination.

Mr. Keener. I  believe tha t in most parts of the country the exami
nation  is closed now because the registers are so full b ut there are, I 
think—the Boston area, for instance, is still giving the exam.

Mr. Acree. The registers are full and hiring is nominal.
Mr. Wiggins. I unders tand.
Now, let us assume for the purposes of our question tha t we get 

to the poin t where the application has been completed, tha t the 
applicant has been permitted to take the test  and he takes the test. 
Wha t happens then? Does the Civil Service Commission grade this 
test  in some way?

Mr. Keener. Th at is correct. They would grade the examination 
and give the applicant a score.

Mr. Wiggins. Is there any subjective judgment tha t enters into 
the score or is it mechanically graded?
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Mr. K eener . I think  it is a purely mechanical test that is graded 
by an IBM machine.

Mr. Wiggins. Now, let us further assume tha t a given applican t 
has taken the te st and has met  the requisite minimum score or exceeded 
it. At what point does human judgment enter into the hiring of a 
given individual?

Mr. K eener. When we had vacancies to fill we would ask for a 
register  of eligibles from the Civil Service Commission. They would 
certify to us those people who had passed the examination, listing 
those people who had the highest score first in ra nk order. Depending 
on how many vacancies we had, then we would schedule interviews 
with the individuals to determine their interes t in the job and they 
would be evaluated on the basis of the  interview to determine their 
ability  to meet and deal with people, their convictions about the 
type of job tha t they would be hired for, and so forth.

Mr. Wiggins. Well, I think the committee recognizes that  you 
canno t remove the human judgment area in the hiring of a given 
individual. It  must come into play at some point. But  tha t is not my 
point. Right at the final act here prior to hiring, I take it there must  
be some sort of background screening.

Mr. Keener. Yes, sir. If they are then identified as the best candi
date  on the register, then a background investigation would be 
initiated.

Mr. Wiggins. Well, now, let us suppose tha t it is a questionable 
case. You have five or six highly qualified people. At tha t point if one 
or more of those fall into a minority category, are they given preference 
or p riority  in the hiring?

Mr. Keener. I think tha t we try—if there were people of equal 
caliber, we would try to bring in the minority  candidates because of 
the need for minority candidates in the work force.

Mr. Rangel. Will the gentleman yield?
Mr. Wiggins. Surely.
Mr. Rangel. Is there any w ritten policy to tha t effect?
Mr. Keener. No.
Mr. Smith. Not precisely on tha t point, sir, no.
Mr. Rangel. Would the gentleman identify himself?
Mr. Smith. Rector Smith, Equal Employment Opportuni ty Officer, 

Customs.
Mr. Rangel. I yield.
Mr. Wiggins. Well, now having discussed this with you for a 

moment or two and perhaps refreshed your recollection, I want  to 
go back to the basic question. Why are not there more blacks in 
Chicago? Wha t is your  judgment on it?

Mr. Acree. My judgment on it, based on an extensive review wi th 
my associates a t Customs when I found exactly what it is tha t you 
are referring to, Mr. Wiggins, and other areas with equally as poor 
track  records, was tha t they had made an effort, t ha t they had been 
to colleges, been to universities, and had sought to recrui t minority 
types for the criminal investigator positions.

Maybe Mr. Smith could add some further comments in tha t regard.
Mr. Smith. Mr. Chairman, the results of most of the recruiting 

efforts have been that in contacting  black students on the campuses, 
it was found tha t as a rule, they did not want to atte mpt to ge t in to
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law enforc ement  occ upatio ns.  Ex ac tly  why thi s is I ha ve  no t qu ite 
decided , bu t I feel th a t it  is re la ted  to some socia l man ife stat ions  
of long sta nd ing .

I fou nd myself on rec ruiting  vis its,  for example, th a t I could not 
generat e an y in te re st  in the  are a of law enforcem ent when I wou ld 
go to a college and tal k to stu de nt s. In  fac t, I have  seen  examples- 
of our  own rec ruiting  booth , for example, being passed up  com ple tely, 
wi th absolut ely  no in terest,  no t only in law enforc ement , bu t in an 
inspec tor , im po rt specia list , or wha teve r occupation we were  will ing 
to discuss.

Mr . W iggin s. One final quest ion , Mr. Ch air ma n, and then , of 
course, I sha ll yield.

Do you  m aintain sta tis tic s rel ati ve  to the nu mbe r of minor ity  
person nel  who ma ke appli ca tio n as a perce nt of the  to ta l appli cants ?

Mr. K ee ner . We have  no t maintaine d sta tis tic s because the re are  
so man y bu t we ha ve  ma de  stu dies  where we have  asked for, on a 
pa rti cu lar reg ister,  the nu mbe r of mino rity cand ida tes  interv iew ed, 
cert ified  and interv iew ed,  and  the  res ult s.

Mr . W iggins . Well, let  me  tell you wha t I am ge tting  a t, and  I  m ay  
no t be ask ing  it  prec isely . W ha t I would be in ter es ted  to kno w is 
wh eth er appro xim ate ly the  same nu mbe r of minoriti es come ou t a t 
the  en d of the  p ipel ine th at  enter  i t or if t he  sc reening process, pe rhap s 
un inten tio na lly , weeds ou t minorities.  That  is wh at  I am  try ing to  g et  
at . Ca n you shed any ligh t on th at ?

Mr . Acr ee . Wo uld you  have an y observat ions?
Mr. K ee ner . I believe I cou ld perha ps  pa rti al ly  answer  th at , a t 

least. Th ere  is a ten den cy.  I believe, in the  process to find th at  there  
is a hig her  per cen tage of minor ity  candida tes , once th ey  are brou gh t 
in  for the  int erv iew  process and find ou t ab ou t wha t the job  is, who  
will decl ine and ind ica te th at  th ey  are no longer in tereste d in the 
pos ition. But  I th ink of those who ind ica te th at  they  are  in tereste d,  
the  perc ent age  of m ino rity c andid ate s on the  regis ter  as com par ed wi th  
nonm ino rity wou ld— the  per cen tage of those hired wou ld be ab ou t 
appro xim ate ly the same.

Mr . W iggins . Well, have yo ur  studie s pro duced  some  wri tten , 
con firma tion of th a t sta temen t?

Mr . K ee ner . I do no t believe we have  an yth ing in  wr itin g a t th is 
time. Th e las t st ud y th at we did  was  abou t, I thi nk , 2% years  ago  
when we w*ere doing some  he av y rec rui ting.

Mr. W iggin s. Tha nk  y ou,  Mr. Ch airma n.
Mr. R ang el. Fat her  Dr ina n.
Mr . D rin an . Tha nk  y ou,  Mr. Chairma n.
Le t me speak  ab ou t the  Bo sto n sit ua tio n. Fi rs t, there  is an er ro r 

here in the po pu lat ion  sta tis tic s. Th ere  rea lly  are no t 641 mil lion  
peop le livin g in Greater  B oston.

Mr . W igg ins . I t  j ust  seems th a t way .
Mr. D rina n. T hat  i s rig ht.  I f so, we need some  more Con gressm en.
Mr. Acr ee . Ou r stat ist ic------
Mr. D rin an . Yes, sir; rig ht  he re. I cann ot  figure ou t wha t it  w ould 

mean.  In  any even t, Boston, New  O rleans, and  Chicago  are lily wh ite  
acc ord ing  to yo ur  sta tis tic s here and I raise the  same quest ion  th a t 
Mr. Wiggins  rai sed . Wh en you  o pen ed your  t es tim ony I was  re la tiv ely 
imp ressed  th at  you ha d 1,2*00 out  of 14,500, w hich is alm ost  10 p erce nt
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of the population, bu t then in the one breakdown you give us here 
that is totally unrepresentative. There is only—well, the figures here, 
the minority people, 1,943. So, do you have a breakdown now for 
Boston, for example—in the nine Federal regions, do you have a 
breakdown of minority  employment for all of the other  categories?

Mr. Smith. No; we do not have available today—we do not have 
a breakdown of all the  other categories bu t we could furnish it.

Mr. Drinan. Well, then, may I ask why did you put  forward this 
one which is no t representative?

Mr. Acree. This one was requested, Congressman, by the com
mittee,  specifically, I believe the week, before last, in this specific •
category of employee.

Mr. Drinan. All right. I think tha t wo should have, for a balanced 
presentation,  the rest of the categories, and so on. I would be particularly 
interested  in how many blacks and Spanish speaking you have in the *
Greater Boston area. But tha t is m y only question, Mr. Chairman.

I commend you for the efforts you are making and I would be in
terested in seeing the overall because I am sure it would be more 
representative than tliis.

Thank you very much.
Mr. Rangel. Thank you.
Mr. Smith, how many people are employed by you as Director of 

Equal Opportunity?
Mr. Smith, My staff consists four, Mr. Chairman. However, we 

have equal oppor tunity officers in each of our nine regions who are 
my counterparts in the field.

Mr. Rangel. Well, do you cover the  criminal investigator category 
on a national  level?

Mr. Smith. I do.
Mr. Rangel. So you cannot  have too many counterparts  in this 

area because we would have more blacks than  we have now.
Mr. Smith. Well, how do you mean, sir?
Mr. Rangel. Well, what  do you see your duties as being for the 

Customs?
Mr. Smith. To assure tha t an equal employment program is ef

fectively carried out.
Mr. Rangel. And how long have  you been employed by  Customs?
Mr. Smith. Seven years. ,
Mr. Rangel. II ow do you respond to the questions tha t Mr. Wiggins 

was asking relative to the hiring of minorities as criminal 
investigators.

Mr. Smith. Well, I go back to my previous comment, tha t one of «
the problems in locating minority group persons for this particular  
job category is definitely the lack of desire to get into the law enforce
ment field.

Mr. Rangel. This view is not commonly shared by o ther recruiters 
from law enforcement agencies, is it?

Mr. Smith. Well, such as what  type?
Mr. Rangel. Such as the New York City  Police Department.It has waiting lists of blacks.
Mr. Smith. Well, I could no t answer to that. I do n ot know what 

experience they have had and I do not know where they recruit.
Mr. Rangel. Do you have conferences with your counterparts  in 

other law enforcement agencies?
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Mr. Smith. No; I do not.
Mr. Rangel. Well, you do not think  tha t these black college graduates might be influenced by your star ting  salary, rath er than a philosophy th at is supportive of law enforcement?
Mr. Smith. I think they are very much influenced by the start ing salary. In  fact, tha t has been another of our problems and tha t is t ha t the s tartin g salary which is dic tated by the Civil Service Commission and the structure of the job is below the start ing salary tha t most gradua tes can get in any other industry, in private indust ry, rather.Mr. Rangel. Do you think if your start ing sa lary were higher tha t• it might pierce the antilaw enforcement philosophy which you believe to be prevalent among black students?
Mr. Smith. I think it would help. I do not think it would be the sole answer. Some people will not try to get into a job category where* they have to carry a gun and wear a badge.
Mr. Rangel. So what have your efforts been to overcome these obstacles as they relate to the criminal investigators? Do you have a program or any suggestions tha t you have submitted?
Mr. Smith. Well, our continuous effort is to try  to locate candidates through a number  of means, not  only through the normal recruiting such as going to colleges but by word of mouth, by trying to get those who are already on board to contact someone whom they may know who might be interested and could pass the TEA.
Mr. Rangel. Does your  office or does the Office of Personnel have the responsibility for focusing in on minorities and bringing them in?Mr. Smith. Well, i t is a join t responsibility. We share that responsibility. I t is pr imarily my responsibility to see that the effort is made.Mr. Rangel. Now, are you satisfied with the effort tha t has been made?
Mr. Smith. I do not  th ink I would ever be satisfied with the effort. I feel tha t we could always do more. I t is jus t a ma tter  of finding the opportunity, the right  location, people interes ted, and so forth.
Mr. Acree. Mr. Chairman, if I  may, Mr. Smith whom I knew in Internal Revenue, performed most  effectively there before he went to Customs. Indeed, I was delighted to find him at Customs when I arrived on the scene last May and I am aware of his great effort in this regard which was s ingularly more difficult some 10, 15 years ago.  than  it  is today, and Mr. Smith’s track record, if you will, in the areaof equal employment oppor tunity  and working with and through and in those programs indeed is exemplary.
I think, except in the job category of criminal investigator tha t we, are talking about essentially here, that the statistics which I  cited atthe outse t of my comments really bear testimony to the effort Mr. Smith has made in his capacity as Customs Equal  Employmen t Opportunity  officer.
Going on, if I  may, sir, in the discussion I had when I found out these figures I frankly was as appalled as I am sure most of you gentlemen are.
Mr. Rangel. You mean you ju st found out when we asked you to come here?
Mr. Acree. I was not aware. I was aware of the overall record of Customs. When I got into the equal employment opportuni ty program and on the basis of the overall record, I thought it  was extremely good. As Mr. Smith says, however, anything can be improved. I was
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not aware, frankly, until these statistics  were provided this committee,, 
of the low employment level of minority people in our criminal 
investigative force.

Mr. Rangel. Well, I do not want to take anything away from Mr.
Smith’s efforts, but, Mr. Smith, were you aware of this stati stica l da ta?

Mr. Smith. I have been aware of the fact tha t we have been very 
low in the 1811 series since before I came to Customs, but  I have been 
also making sure of two things. One is tha t the efforts were genuine 
and were being made to locate minority group people, and second, 
that the opportunity to hire at any time was not being passed up, - 
and once you do these two things effectively, and you still cannot 
come up with minority group people, there is n ot much left for you 
to do.

Mr. Rangel. It  just  seems to me, Mr. Smith, tha t one th ing that » 
you would have  to do is bring this to the attention of the Commis
sioner of Customs.

Mr. Smith. Well, now, let me explain that. The fact tha t the 
Commissioner was not completely aware of this par ticula r job category 
does not mean that someone else in the organization who had authority 
to make a change or whatever was not aware of it. The Assistant 
Commissioner for Investigations who is directly in authority  over the 
criminal investigator is and has been aware of th is situat ion and he 
and I have discussed it  many, many times. In  fact, I did not feel th at 
it was necessary to request any specific action from the Commissioner 
on th is because we were handling the situat ion completely as best we 
could.

Mr. Rangel. Well, if we did not have the type of leadership tha t 
we do have at Customs and you were jus t an equal employment 
oppor tunity officer reviewing a firm in the private  sector, might not 
you believe tha t you were dealing with a racist corporation given the  
minor ity group stat istics which are before us?

Mr. Smith. If I did not know, I  would probably assume that.
Mr. Rangel. Now, if we sta rt from tha t assumption, what efforts 

have you made that  are writt en th at would eliminate the presumptions 
which one gets from tins char t which I have?

Mr. S mith. Well, one effort is recruiting.
Mr. Rangel. Is i t your responsibility to go out and recruit? .
Mr. Smith. No. It  is not my responsibility to go out and do the 

actual recruiting but  on some occasions I  would go out to make sure 
or just observe to see how our efforts are being conducted.

Mr. Rangel. Who has the responsibility to recruit minorities? .
Mr. Smith. Well, recruiting is a personnel management function. 

Generally, i t falls entirely under the Personnel Management Division.
Mr. Rangel. May I ask you to respond?
Mr. Keener. Yes. We have done a number of things in order to 

identify minority candidates. The certificates of eligibles on the 
Treasury enforcement agents’ examination have themselves a very 
low percentage of minority candidates. A couple of things we have 
tried to do to get around this situat ion is we have Customs patro l 
officers and Customs security officers who would have an opportunity 
in Customs to move in to agent positions. We can recruit  these people 
at the grade 4 level.

Mr. Rangel. How much does th at pay?
Mr. Keener. $6,882.
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Mr. R angel . $6,000------
Mr . K ee ner . $6,882 a ye ar  to st ar t.
Mr. R angel. And how  long  would they  ha ve  to be in gra de  4 

befo re they  w ould  be eligible to become an  age nt?
Mr. K ee ner . Th ey  would have  to be a gra de  4 for 1 ye ar  before  

they  would be eligib le for the  ne xt  level of gra de  5. Now , th ey  cou ld 
mov e up  in thes e pos itions to gra de  9 wi thou t moving in to  the  ag en t 
pos ition.

Mr . R angel. B ut since  it  is the agen t pos ition which is crucia l, I 
assu me th at more at tent io n would be given to try ing to ge t qua lified 
peop le int o the  criminal  in ve st igator ’s s ta tu s.

Mr . K ee ner . T hat  is cor rec t. Th is is, as I say , the rea son th a t we 
we nt to  the gra de  4 level, because we found th at there  were  mo re 
minor ity  group cand ida tes  on the junior  Federal  as sis tan ts exam ina 
tio n which we use  at  the gra de 4 level.

Mr. R angel. You do no t ha ve  to be a college gr ad ua te  for th a t 
level.

Mr . K een er . T hat  is rig ht . You have  to have  eit he r 2 years  of 
college or 2 years  of wor k experien ce and the  work experience,  sir,  
is gen era l, where as for the  criminal  investi ga tor pos itio n you  ha ve  
to have  crimin al inv est iga tiv e experience.

Mr. R angel. Well, wha t I am try ing to find ou t is how  m an y 
eligibles do you  ha ve  now a t the  gra de  4 level th at  could tra nsfer , if i t 
were  poss ible,  to crim ina l investi ga tor sta tus?

Mr . K een er . We now  have  ab ou t 150 minor ity  gro up ca nd idates  
in the  CSO,  CP O fields th at con ceivab ly could be selected for ag en t 
pos itions.

Mr . Acr ee . If  I may  in te rrup t, sir, these are  the kin ds  of posit ive  
thi ngs th a t essent ially have  to be done to bring  int o the rank s of th e 
criminal  investi ga tiv e 1811 series minor ity  types . As I  sa id, I have  been 
in thi s bus iness man y years  and I can  tell  you ju st  from my  own ex
per ience th at  th ere  is a  va lid ity  to th a t which  M r. Sm ith  is s aying,  th at 
th is is a job ca teg ory th at a minor ity  typ e th at is able  to ge t himself  
throug h college essentia lly  does no t asp ire to. He  ha s op po rtu ni tie s 
bey ond th a t bo th  in  ter ms  of sa lary  a nd in ter ms  of op po rtu ni ty  in the  
pr ivate sector,  and I th ink y ou  c an no t lock you rse lf or sho uld  no t lock  
you rse lf into an y s et of pro form a p rog ram s. I t  takes m ore  im agina tio n, 
more innov ation , in an effo rt to do the  k ind  of thi ng  th a t the Dire ctor  
of Personnel,  Mr. Keene r, is speak ing  to.

In  ad dit ion , very frankly , I  have  engaged in some prose lyt izin g. 1 have  
been able to at tr ac t from  local police de pa rtm en ts  by  v ir tu e of h av ing 
agents th a t worked  for me in othe r agencies in the pa st,  and I ha ve  
become awa re of a br igh t, cap able, energe tic,  am bit iou s minor ity  
typ e, an d do an effec tive job  of siph oning  the m off from a local police 
de pa rtm en t, be it  New  York, Wash ing ton , D. C. , or elsewhere.

Mr . R angel. W ait  a mi nu te,  Com mission er. IIo w mu ch  siphonin g 
can  y ou  do from  New Yo rk for $6,800?

Mr . Acr ee . Th ere comes a bre ak-ev en po int .
Mr . R angel. Are you say ing  th at you have  bee n successful in 

rec ru iting  bla ck polic emen from the cit y of New  lo r k  to Customs?
Mr. Acr ee . Not  to Custo ms ; no, sir. I me ntion  thi s in connect ion  

wi th agencies I have  been employed  wi th in the  pa st.
Mr . R ang el. Oh.
Mr. Wiggins.

97-789—73------4



46

Mr. Wiggins. Mr. Keener, what  is the racial composition of your  group of recruiters?
Mr. K eener. We use, when we go out in the  field, a team generally of recruiters. I am really not sure of the racial makeup of our recruiters.I am really not sure of the racial  makeup of our recruiters in the field because I have not met them in person, but we have asked t ha t when they go out tha t if there is not a minority member who is a personnel person, that they bring along with them minority employees who are either inspectors or import specialists or whatever type of position it is tha t they are recrui ting for as pa rt of the recruiting team.Mr. Rangel. Do you specifically recruit for criminal investigators? •Mr. K eener. Myself?
Mr. Rangel. Not  you personally, but I  was trying to establish who had the responsibility for recruiting. I  unde rstand it is you.Mr. Keener. That is correct . *Mr. R angel. Now, I  cannot understand tha t you do not  know the ethnic background of recruiters. Can you identify recruiters in your Departmen t?
Mr. Keener. Do you mean by that-----
Mr. R angel. Do you know to whom you have assigned recruitment responsibility?
Mr. Keener. Yes.
Mr. R angel. Who would tha t be:
Mr. Keener. Well, we have a group of people in the Bureau headquarters who are responsible. Then we have a personnel office in each one of our regions with a personnel officer and staff.Mr. Rangel. When last were you in touch with your personnel officer in the Boston area or in Chicago.
Mr. Keener. On an a lmost daily basis.
Mr. Rangel. What particu lar problems are they having in Boston and Chicago in terms of getting black agents?
Mr. Keener. As Mr. Acrec pointed out, we have not hired any agents for approximate ly 14 months from the field in these areas.Mr. R angel. Well, if there were some basic thrust, do you have any flexibility under the new reorganization in terms of hiring?Mr. Acree. No sir. We are not h iring a t all.
Mr. Rangel. What about all of these exempt positions? Do you have any special positions tha t are exempt tha t you can hire without igoing through the process you explained to Congressman Wiggins?Mr. Keener. We have authority  to hire 25 schedule A positions for the investigative field.
Mr. R angel. Have any blacks been hired? «Mr. Keener. Yes; but not in the past year.
Mr. Rangel. Well, if you agree tha t having a law enforcement agency reflect to some extent the ethnic composition of that communi ty in which you are attem pting to enforce the  law, and since we, laymen, believe th at the criminal investigative staff really reflects the effectiveness of an agency which is a line law enforcement agency, then it seems as though your Department is being adversely affected by the restrictions tha t you have on you in connection with your ability to recrui t Americans to reflect what America looks like. More important ly, I assume where your agents are dealing in narcotics trafficking that you find yourselves in the inner cities of our United States and for reasons which we all know those inner cities are basically black.



47

I jus t cannot conceive how you can fulfill your national mission with 
a task force of 1,800 agents, which certainly  has a fine rep utat ion in 
terms of effectiveness and integri ty, and then tell the Nation that  of 
this number 19 are black. I ju st do no t understand it.

Mr. Acree. Nor do I, sir.
Mr. Rangel. Now, that being the case, since both you and I are 

confused about why we have this very, very low number , and now we 
have a proposed merger with  the Bureau of Narcotics and Dangerous 
Drugs, which has almost the same problem, can you identify those 
500 or 600 agents who will be transferred to this new organization?

• Mr. Acree. This is in the process of being worked out now, Mr. 
Chairman.

Mr. Rangel. Now, the President has asked us to affirm his proposal 
by no t opposing it. And we cannot  find any body tha t is able to tell us

* exactly what  will be the composition of the personnel with this new 
organization. Obviously, you canno t because you have not  even 
identified ye t the personnel tha t you may be losing.

Mr. Acree. Only in terms of numbers, sir.
Mr. Rangel. Mr . Ingersoll said that  he was not called into meetings 

where this  new organization was being discussed, so, therefore, he did 
not have any knowledge and he would not know what is going to hap
pen until it  was done. Then, he would receive directives. Has the 
administration  been kinder to you? Have they asked your opinions 
about the new Federal drug-fighting agency?

Mr. Acree. In advance of the reorganization plan submitted  to 
Congress I attended one such meeting for approximately an hour and 
a half.

Mr. Rangel. Was that it?
Mr. Acree. Th at is it, sir. I  have subsequently after the p lan went 

forward, however, in terms of what the new agency was going to do, 
what  was going to be transferred from Customs, what was going to be 
transferred to Customs, have partic ipated in any number  of meetings  
and deliberations in that sense.

Mr. R angel. Have you partic ipated in the selection of the personnel 
to be t ransferred?

Mr. A cree. N o, sir. We have  a factor that  we are using and t ha t is 
50 percent or more of an agent’s caseload would identify, then, that

,  person to transfer to the new drug agency.
Mr. Rangel. I do no t unders tand that.
Mr. Acree. If an agent has a caseload of narcotics  cases exceeding 

50 percent of his total  assigned caseload, then he would transfer to the 
a  new Drug Enforcement Administration, and we have been making

those computations and it does come out approximately 600 agent
personnel based on a workload factor.

Now, we have not gotten in to the personal identification as to those 
agents. We are in the process of doing that  now.

Mr. Rangel. Do you support the merger?
Mr. A cree. I support the merger in view of the fact that  the Presi

den t is attem pting  to put together under one roof the tota l drug 
enforcement and intelligence effort, and I think  th at this has to have  a 
total  sa lutary effect, sir.

Mr. Rangel. Did the President seek your advice prior to his 
directive?

Mr. Acree. No, sir, he did not.
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Mr. Rangel. Do you know anybody with whom the President has 
consulted before he came to the conclusion tha t it  would be more 
effective to merge?

Mr. Acree. Based on the meetings tha t I referred to, I would 
certain ly believe tha t he consulted with the Director of OMB.

Mr. Rangel. Well, it  seems to me tha t OMB is actually  the most 
important factor th at this subcommittee should be considering in terms 
of what this new organization is going to be. Is tha t true?

Mr. Acree. I would say so, sir, yes.
Mr. Rangel. I s OMB more imp ortan t than  the Bureau of Narcot ics 

and Dangerous Drugs, the Office of Drug Abuse Law Enforcement, and - 
Customs in effectuating the merger?

Mr. Acree. Bu t again, sir, this is their role, to define resources, 
and to effect the reorganization merger of Government functions, 
Government agencies. *

Mr. Rangel. But, would you like more flexibility in terms of your 
regulations so th at you could get on with the business of hiring minori
ties and becoming more effective, especially in this area tha t we are 
talking  about today?

Mr. Acree. I would, Mr. Chairman. I might mention tha t we did 
have one problem area tha t was identified by our own personnel as 
well as Members of the Congress in San Ysidro, Calif., having to do 
with a problem situation which I referred to in my opening s tatemen t 
and we did, having once been made aware of the program, move in 
a very positive way, defused a very difficult situation, toned down the 
emotions, developed an action plan, hired about 40 Spanish-American 
inspectional personnel, opened up a dialog with the Spanish-Amer
ican community representatives there, and I  am convinced tha t there 
is no problem tha t is insoluble.

Mr. Wiggins. May I ask a question?
Mr. Rangel. Yes, Mr. Wiggins.
Mr. Wiggins. Referring to your jus t completed statem ent, and 

your statement that you hired 40 Spanish-speaking personnel in the 
San Ysidro area, were these criminal investigators?

Mr. Acree. They were not, sir. They were inspectional personnel.
Mr. Wiggins. How were you able to select a racially identifiable 

group without discrimination as to all others?
Mr. Acree. Mr. Keener. ,
Mr. Keener . We identified the problem in San  Ysidro, finding 

first of all, the people coming across the  border; 70 percent of them 
speak Spanish, some of them  Spanish exclusively.

The makeup of our customs inspector force at  the time was a bout  . 
4 o r 5 percent Spanish surnamed. There had been a number  of inci
dents of problems and we determined tha t we needed people who were 
bicultural  and bilingual that understood the problems of the people 
and could speak their language, and on the basis of this we went to 
the Civil Service Commission and got selective certification and were 
able, through a number of recruiting sources, to  identify highly quali
fied people.

Mr. Wiggins. Explain this selective certification process you jus t 
mentioned.

Mr. Keener. A test  was developed to determine tha t a person was 
not only bilingual, but bicultural, tha t they had an understanding of
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the Mexican culture and the problems and this sort of thing. On the 
basis of this  we were able to identify people who had this mix.

Now, during this recruiting  we did select non-Spanish people who 
were also bicultural  and bilingual but we also were able to select 40 
Spanish surnamed people.

Mr. Wiggins. I am sure there is stat uto ry authority  to do what  
you in fac t did or you would not have done it. The Civil Service Com
mission has the power under the law, as I understand it, to identify 
a certain racially identifiable group if there is a special need to rec ruit 
and hire t ha t group, is tha t true?

Mr. Keener. No. They did not say we could hire a certain racial 
group. They said tha t we could h ire people who were bilingual and 
bicultural. However, there could be non-Spanish people who meet this 
requirement and might be in a highly qualified group and if they were 
the person with the high score they would have to be selected or an 
objection made to them that would be upheld by the Civil Service 
Commission.

Mr. Wiggins. Then your application form, quite apart from the 
test  th at was given, contained the request for information with regard 
to the bicultural background of the applicant and perhaps his bilingual 
capabilities, is tha t r ight?

Mr. Keener. That is correct
Mr. Wiggins. And that was a factor which weighted in his favor 

in terms of being hired? Is that the way i t worked?
Mr. Keener. The Civil Service Commission had to certify these 

names to us. The person had to pass a test tha t would assure the 
Civil Service Commission tha t they were indeed bicultura l and bi
lingual, th at they understood the problems of the Mexican-Americans, 
and there were a number  of questions about  the society in general, 
the problems, the unique problems they might face, the holidays.

Mr. Wiggins. My next questions are obvious, I am sure I am 
almost tempted to say why not without asking the question, but if 
you can do this in San Ysidro and you in fact  did it to meet tha t 
problem, why can you not  do it in Chicago to meet your problem there?

Before you respond I am not so sure I would approve of it, I want  
you to know. I think the obligation of the government  is to hire 
without reference to color, sex, and other  nongermane factors. But if in 
order to perform your job effectively it is necessary to give special 
recognition to certain special qualifications  as you did in San Isi dro , 
then I see nothing offensive to the Constitut ion personally in—in fact 
doing it.

Now, you have not taken tha t kind of in itiative anywhere in the 
country with respect to blacks, have you?

Mr. Keener. Since tha t time the Civil Service Commission dis
continued the use of the examination. We no longer can use the 
bicultural examination. We can still request on the bilingual status but 
not  bicultural.

Mr. Wiggins. Now, why would they drop a requirement which was 
apparently eminently successful in helping you perform your mission 
in San Ysidro? Do they do so a t your request?

Mr. Keener. They did not at our request, no, sir. As a ma tter  of 
fact, we would like to have kept  it.

Mr. W iggins. Well, Mr. Commissioner, I would say th at you might 
profitably spend some time with the Civil Service Commission to find
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out w hat flexibility you have and if they found statu tory auth ority to be applicable in San Ysidro, I suppose since the law has not been changed so far as I  know, they may have similar flexibility in other areas if you can demonstra te a need in order to discharge your mission to give special preferences to those with special qualifications.Mr. Acree. I will follow through on the observation, Mr. Wiggins. Mr. Rangel. Counsel may inquire.
Ms. Robinson. Yes. I would like to inquire as to the name of the assistant director  in charge of investigations.
Mr. Acree. Harold Smith.
Ms. R obinson. And what is his ethnic background?
Mr. Acree. Caucasian.
Ms. R obinson. Now, I  would also like to ask with reference to y our regional commissioners, are they all male and all white?
Mr. Acree. They are all male and all white; yes.
Ms. R obinson. With reference to EEO officers for the various regions, we have Mr. Smith here and we have ascertained his ethnic background. With reference to the others in the regions, could you provide me with their sex and race?
Mr. Acree. Do you have that available?
Mr. Smith. I can; yes.
Mr. Acree. Yes; we certainly will.
Ms. Robinson. Now, I  would also like to inquire as to whether or not they are all full time?
Mr. Smith. No.
Ms. Robinson. How many are full time and how many are par t time? Wha t is the  percentage for par t time EEO officers?
Mr. Smith. Over the nine regions we have set up so far f’our fulltime positions and we have five remaining as par t-time positions and we are presently  in the process of finding a means to make all of our EEO officer positions in the regions full time.
Ms. Robinson. Now, those who are currently  part time—what percentage of their time is devoted to equal opportunity work?
Mr. Smith. Well, this particu lar point is one of our main problems in implementation and the fact is tha t because of their other duties, they are unable to devote sufficient time to the equal opportuni ty program. So I would estimate tha t they probably spend no more than  10 percent of their time on equal opportunity.
Mr. Drinan. Is tha t 10 percent?
Mr. Smith. Ten percent; yes, sir.
Ms. Robinson. Now, j ust one final question. You indicated  in your earlier testimony tha t there were, I  believe as you phrased it, certain social manifestations tha t prohibited the effectiveness of your recruitment of blacks in law enforcement areas.
Mr. Smith. Tha t is correct.
Ms. Robinson. I am wondering if you have found social manifestations tha t prohib it your recru itment of women in law enforcement areas and if you have, would you describe them for me?
Mr. Smith. Well, until very recently the Civil Service Commission’s own requirement—own standards—would not  allow females to take the position of criminal investigator .
Ms. Robinson. How recen t was that? When did tha t change?Mr. Keener. I believe jus t about a year ago. I do not have the exact date.
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Mr. Rangel. Let me interrupt. Do you find this same philosophy 
prevailing in the Spanish-speaking community in connection with the 
atti tude  toward law enforcement?

Mr. Smith. I  would say from my own observations not as prevalent. 
Not  as prevalent. But i t does exist.

Mr. Rangel. But you have had some dramatic successes with 
Spanish-speaking people.

Mr. Smith. But  that was not in the 1811 series. Those successes 
are in the inspector—Customs inspector series.

Mr. Rangel. Was any recrui tment  made for Spanish surnamed in
* the criminal investigations?

Mr. Smith. Yes. There has been when we were in the recruiting 
posture.

Ms. Robinson. There was a lat ter  part  to my question. If you have
* found these same social manifesta tions in terms of recru itment of 

women, w hat has been their  nature?
Mr. Smith. I have n ot y et had an opportunity to observe any such 

thing. Our recruiting of women has been very, very minimal and those 
tha t we have hired have been through some very limited recruiting 
efforts, I would say. Th at is, hired as criminal investigators .

Mr. Robinson. Thank you.
Mr. Rangel. Are there any other questions? So the questions we 

asked really are moot. You cannot hire, you cannot recruit, you cannot 
do anything. You are stuck with these sta tistic s until somebody gives 
you some flexibility.

Mr. Agree. I might add, if I may, Mr. Chairman, in response to an 
earlier question, tha t in grades 9 through 13, we have 7,617 employees, 
626 of whom are minori ty; 275 black, 280 Spanish, 64 Orientals, six 
Indians, and one lone Eskimo.

Mr. Rangel. Sir, does your agency have an affirmative action 
program?

Mr. Acree. Yes; we do, sir, and I think  it is reasonably well spelled 
out, Mr. Chairman, in my s tatemen t that  I  filed with  the committee. 
I think tha t is a fair statement.

Mr. Rangel. Does tha t not provide for severe penalties if an 
agency does not  meet—I dislike the expression—for lack of a bet ter  
word, quotas. Certainly , in the private sector there are penalties.

• Obviously, you could tell the Government that you cannot affirma
tively act because you canno t hire.

Mr. Smith. Do you mean, sir, as far as setting these—we call them 
goals.

• Mr. Rangel. Good. Tell me wha t the goal is for the criminal 
investigators . Th at is all I want  to know.

Mr. Smith. Well, the principle of the plan is t ha t you will only set  
a goal which you are sure you can accomplish.

Mr. Rangel. What  is your goal?
Mr. Smith. In  the area of hiring 1,811 investigators we did not set 

a goal.
Mr. Rangel. Thank you. It  just borders on being unbelievable.
Than k you for taking time out to join us. I am certain that the 

committee agrees tha t you are doing all tha t you can do with the 
severe restrict ions under which you have to work, but  to law enforce
ment  people, it certain ly looks as though i t really limits your effective
ness in the particular  a rea tha t we are concerned with today.
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Thank you for taking time out to be with us.
Mr. Acree. Thank you, sir.
Mr. R angel. If you have any ideas about  what  legislation the 

committee can offer tha t would be of some assistance to you, please 
do not hesitate to forward it  to the committee.

Mr. Acree. Thank you.
[The prepared statement of Mr. Acree follows:]

Statement op V ernon D. Acree 
Mr. Chairman and  members of the Committe e:
I apprecia te the  o ppo rtunity of appearing before you tod ay  to  pr esent a review 

of the  Custom s Service’s Equal Oppor tun ity  Program and  its effectiveness.

GEN ERA L STA TEM ENT

First  of all, I would like to mention an observation which I made imm edia tely  
upon  my app oin tment  as Commissioner of Customs over a year ago. I found t ha t 
the Customs Service had  already assumed a positive  p rogram posture  which had  
been Increasing in effectiveness for approximately five years.

I found th at  we already had an ongoing sys tem of program planning, implemen
tat ion and  evaluatio n. We h ad estab lished a framework for special  recruiting ef
for ts for minority group candidates , and  for ma inta ining cont rac t wi th c omm unity 
organ izations.

Our offices in the nine Custom s Regions (Boston, N. Y., Baltimore, Miami,  New 
Orleans , Houston, Los Angeles, San Francisco,  and  Chicago) had been and  still 
are conductin g equal  oppo rtunity seminars for supervisors, as well as m aintain ing 
conta ct with community organizations.

The  mos t noteworthy  progress I found was the  steady  year-by-yea r increases  
in the  number  of minority  group employees on the rolls. The trend  a nd  results  of 
our  pol icy can undoub tedly be g leaned from these figures. F rom 1968 to 1972, for 
example, to tal  Customs employment rose from a bout 8,000 to 13,500. At th e same 
time , employment of Spanish-surnam ed persons increased f rom 350 to around 900, 
while emp loym ent of black  persons  rose from 550 to  1,200. Along w ith these  in
creases were corresponding increases in the  level of respons ibility of jobs held, and 
grade  levels. During  this period, minority group persons moved  into such supe r
visory pos ts as di strict di rectors , division directors , a nd numerous  other  significant 
positions.

Ano ther  imp ort ant aspect of our ongoing program involves tra ining an d develop
ment, and upw ard  mobil ity. These areas also have been a cons isten t p ar t of our 
ac tiv ity  for  a t le ast five years.  We are a t this  moment , developing ideas for a more 
comprehensive upward mobility program  in order to improve ou r imp leme ntation.

We are presently a ttemp ting to equip our  organ ization to  carry ou t new program  
requ irem ents  imposed by the Equ al Ep portu nit y Act of 1972. We expect to  devote 
about 15 man-years  and related expenses to equal opportuni ty in fiscal 1974, com
pared to about 4 man-years  in 1968. This  manpower will be used to develop and  
carry out  all aspec ts of the  ac tion plan. Although we can show progress as a  result 
of our efforts, the re is considerable work stil l before us.

Our system for hand ling complain ts of discrimination has thu s far  proven ef
fective, i.e., in the  sense t hat  the investigativ e process produces the fact s in a case 
so th at  a decision can be reached . Rec ent changes in the law have required, among 
other things, a lim it on th e le ngth of time for  processing  a case a t th e Bureau  leve l.

An expand ing work force, especially during the  past four years, has placed  a 
steadily  increasing workload on our equal  opportu nity  staffs in hea dqu arte rs and  
field offices.

Thus far I believe we have fought a successful ba ttle toward eliminating dis
crimination from our work scene. I can assure  you th at  the effort must continue.

EEO ACTION PLANS

As it  stan ds now, the most important document  concerning equal  opportu nity  
in government is the  action plan. To mee t this  requirement, we have developed 
plans  for our headquarte rs office and each of our regions. Each  plan is tailored to 
meet  the  specific needs of t ha t geograph ical area which it covers. Copies of these  
actio n plans and  other docum ents were sent to the  Committe e a few days ago.
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Almost all of our equal opp ortunity  activ ities  during the  coming fiscal year 
will work toward impleme ntation of these  actio n plans. Major areas include 
recru iting, upward mobility, utilizatio n and  train ing,  complain t handl ing, and 
program evaluation . As required, each plan consists of objectives, designat ions 
of responsib ility, and target dates. It  is the  responsib ility of each named indiv idual 
to see tha t his or  her assigned pa rt of the plan is achieved. An increas ing am ount 
of manpower has gone into  the  development of action  plans  within the las t year 
compared to previous years. The basic research has been time-consuming. How
ever, the  time  has been well spent. Experience has shown that  the  plan imple
mented in a given year provides the  basic struc ture for the  succeeding ye ar ’s 
plan.

When completed, each plan is s igned by the  principal field officers in the  are a
* thereby  giving the plan  the ir full supp ort  a nd fixing responsibi lity.

RECRUITING EFFORTS

We have h ad since 1967, a  framework for contacting minority  group candidates
* thro ugh  special  recruiting efforts. Since t hat  t ime and for equal opp ortun ity  pu r

poses, our regional offices have  maintained  con tac t with mino rity group colleges; 
colleges with  smaller  minority  group enrol lmen ts; women’s colleges; and with 
comm unity  organizations  which m ay help us to  locate mino rity group and  female 
candidates . Rep rese ntat ives  from Customs par ticipate in job fairs, caree r day s 
and similar  activi ties in making con tact with  colleges.

In addition to the  on-site efforts just  described,  much  use has been made of 
ethnic newspapers in some cities, special summ er employment programs, and 
tem porary employment.

Rec ruiting in the areas  of Texas and  southern  California has been focused on 
locat ing Mexican-American candidates. This  has been a concentrated effort since  
1969 and has produced many good resu lts. For example, as of December 23, 1972, 
there were 235 or  28% Mexican-American employees in our Houston region ou t 
of a tota l of 845. Of this 235, 137 were at  GS-9 or above.  Of this  235, 42 were 
female with  13 being GS-9 or above.

Another successful recruiting effort has been in the  San Diego dis tric t of ou r 
Los Angeles region. Between November  1972 and Feb ruary 1973, special recru iting 
steps  were taken in the  San Diego dis tric t to increase the  number of Mexican- 
American inspectors on the  border a t the  por t of San Ysidro. This  effort came in 
the aft erm ath  of extensive probing of conditions at  San Ysidro by members of 
Congress, local community groups, and  our  own staff people. The  objective  was 
to improve the  public  image of Customs at  the border , reduce  the  num ber  of 
confrontation s and  incidents between citizens and  Customs employees, and  to 
relieve the  overb urdened inspec tors who were working as much  as 17 hours  per  
day.

We alloc ated  35 new inspecto r positions for this  purpose , with the  special  
provision, which was clearly  dic tated by existing conditions, th at  these positions 
be filled with  b i-cu ltura l, bi-lingual Mexican-Amer ican cand idate s. This  was done. 
I am pleased  to  re port th at  these affirm ative actions h ave al read y been recognized

•  as indicated in the  Chula Vista Star News which I would like to  make a pa rt of 
the record . As a result of ou r successes in Texas and  California we have been able 
to maintain  a n effective 16-Point Program.*

The grow th of the  Customs Service between 1969 and  the  presen t greatly  
expanded our  recruiting act ivi ty. For  the  nex t fiscal year, recruit ing for en try

• level positions  will once again assume a  low key stan ce because of the  necess ity to 
absorb about 600 Customs Security Officers whose positions are being  phased out . 
However, recruiting visits to min ority group, as well as other colleges, will be 
cont inued as a means of mainta ining community contacts,  public  relat ions, and  
keeping comm unica tion lines open for future  recru iting.

In  the  hiring and  prom otion of women we have also had  some noteworth y 
successes. Especially notewo rthy  are breakth roughs  in occupations rare ly if ever 
held he retofore by women. These occupations include special agents, sky m arsha ls, 
pat rol officers and inspectors . Correspondingly, grade levels of women are also 
rising (one recent ly prom oted  to a GS-15 level a t Hea dqu arte rs.)

UTILIZATION OF SKILLS AND UPWARD MOBILITY

The hea dquar ters training branch  has recently  set  into  motion some signif
ica nt efforts. The branch  in itia ted  beginning sh orthan d a nd typ ing  classes fo r any

♦The 16-Po int  Prog ram is a program  especially  designed  to  promote the employment  and 
ut ili za tio n of Spanish -su rna me d ind ivi duals .
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•employee who had a desire to acquire these  skills. This is a solid first step  toward ■establishing th e typ e of formal training needed for upward mobil ity.

SPE C IA L  EQ U A L O PP O R T U N IT Y  T R A IN IN G  FO R  S U P E R V IS O R S  AND  M AN A GERS

This is a  program area  which cannot be too greatly  em phasized and  promoted.Supervisors and  managers have long since been recognized as the  key to a successful program.  This point has been stressed regularly in Customs since 1966 and  und oub tedly is the  reason for the  widespread acceptance which we enjoy.Equal opportunity is s tan dar d subject mat ter in all superviso ry tra ining courses which are conducted  periodically, as well as comple te 2-day  semin ars for supervisors which deal specifically with  program effectiveness and  the  responsibi lity of the superv isor.
I issued a sta tem ent to all supervisors  on March 26, 1973, urging th at  the y *familia rize themselves with  coming activities conta ined in the  actio n plan,  and  emphasizing  t hat  the ir efforts will aga in be the  focal point of th e program.A very  sensitive p oin t in our action plan  is the  requirement th at  supervisors be  evaluate d, among other facto rs, on the ir performance, und er the  program, and counseling for those  who app ear  to be ineffective. At the  same time, ano the r *sens itive point is the requ irem ent th at  recognition be given those  who contribute no tab ly tow ard  the p rogram. Some awards have been given.

COM M U NIT Y  CONTACTS AND  E F F O R T S

Almost all of our field offices are involved in making and mainta inin g commu nity con tact s in various ways, eith er directly  or indirectly . Directly, contacts  are  made  by the  field official or a rep resentativ e making actual  visit s to a commu nity or organ ization, or perh aps appearing on a local radio  o r television show.Indirec tly,  contact s are made  usually  in a joint effort with other Fede ral agency officials in the same comm unity . This  is usua lly done thro ugh  local Federal Executiv e Boards an d associations.
Our Field officials have been informed th at  thei r efforts may likely include such  con tacts as involvement in fair  housing act ivi ty,  especially  as it may have  an effec t on t he  avai lability  of housing  for min ority group employees moving into  an area.

IN T E R N A L  PR OG RA M  EV A LU A TIO N

At least once each year the enti re program in each region is eva lua ted  by the  equal opportunity officer. These  are essen tially  self-evaluations  as the y are made from with in rat he r tha n by a visi t from headqu arte rs. Eac h specific action item of the  plan is reviewed and its sta tus  determined. Sta tist ica l da ta  such as, the  num ber  of minority group and  female accessions and  promotions for the  period covered are collected and analyzed.
The evaluat ion reports  are always forwarded to Customs hea dqu arters for furth er review, analysis , and correc tive measure by the  usua l opportunity staff and  the Personnel Managem ent Division.
The process of evaluatio n, review and correction is one of the most critic al aspects of the ent ire program as f ar as m aintain ing a posit ive s tance is concerned. »Feedback  obta ined  from evaluations enables us to make necessary adjus tment s which in turn help to  assure  mai nten ance of a pos itive  program.Other means  of evalua tion  is accomplished by  v isits of t he headquarters  equa l opportunity staff  and  the  Personnel Manage ment Division to the field. These visi ts are especially  effective since the y result  in firsthand on-the-scene review’s «and  can be followed up with  im med iate  corrections  if necessary.

D IS C R IM IN A T IO N  C O M PLA IN T H A N D LIN G

The handling of compla ints of discr imination  in Customs has been a  very active function over the  past  four years. In th at t ime, we have handled dozens of formal or  wr itte n complaints and  informal or verbal complaints. In  fact , during one twelve-m onth period in 1970 and  1971, our  equa l opportu nit y sta ff processed some 35 formal cases. This was an  unusually  high  number and is at tri bu table t o the  onrush of hiring t hat  was associa ted with  th e sky-marshal p rogram and  th e hi ring  of new inspecto rs. The  disposition of a ma jor ity  of the  cases resulte d in findings of no disc riminat ion. A few resulted in a finding which  require d a correction of man agemen t prac tice.  One or two resulted in a disc riminatio n finding and  were also corrected.



An important part of our system for processing complaints, which is now re
quired by  law, is the use of equal opportunity  counselors who must atte mpt to 
negotiate an informal settlement of the complaint before the case becomes formal. 
Experience now reveals that  counselors have been highly effective  in that probably 
half of the complaints initiated have been settled at the informal stage. We now 
have approximately 50 counselors throughout the Service.

All counselors are full-time employees in some other position such as inspector or 
import specialist and assume the counselor duties as an addition.

After  a case is invest igated, our equal opportunity  staff and Personnel Manage
ment Division often share the responsibility of analyzing and formulating correc
tions as necessary. Final decisions on discrimination cases are made at the De
partmental level. We have decided to hire two full-time investigators for the Equa l 
Opportunity Division. We believe that an investigator whose pr imary mission is 
equal opportunity investigations will be able to develop a great expertise in this 
area. Security and Audit investigators will be available to provide backup support 
when necessary.

For a number of years, we had part-time equal opportunity officers in our re
gional offices who performed their equal opportunity duties as a representative of 
the regional commissioner, while their primary duties were in some other organiza
tional area. In matters relating to this program, they  reported direct ly to the re
gional commissioner, while in their normal duties they  reported to their usual 
supervisor. As the program has grown, as Customs has grown, and as program 
responsibilities have become more and more complex, the job has far outgrown 
the part-time role. We have recognized this and have set about to remedy the 
situation. We now have four regions with full-time equal opportunity officers 
authorized, and expect to establish the other five in the near future.

The names of all equal opportunity personnel have been and will continue to be 
publicized to  all employees in Customs. This includes counselors and equal op
portunity officers alike.

The Treasury Department level has primary responsibility for the processing of 
complaints and for making final decisions as necessary on all complaint cases. The 
Department also monitors our progress on cases and requires th at a status report 
be submitted to them on a monthly  basis.

PR OGRA M  CO M M UNIC AT IO N

In order to assure that all employees in Customs are aware of all aspects of the 
equal opportunity program, all new employees are given an orientation package 
which includes information on policy and program procedure. For employees 
already on board, information is disseminated on a regular basis. This is don e by  
issuances such as those signed by the Commissioner (See attach ed issuance of 
March 26, 1973); b y Customs Today, our Service magazine; by  the Equal Employ

ment Reader, a collection of equal opportunity articles which are assembled and 
distributed; and by any number of miscellaneous documents and publications as 
they  are received.

CO N CLU SI O N S

In concluding, Mr. Chairman, I would like to state tha t I can assure you that all 
aspects of the equal opportunity program will be adhered to conscientiously in 
Customs and that we will maintain a positive, results-oriented program.

[From  the Chula  Vista Star-News, Chula  Vista , California, Feb . 11,1973]

U n b o ttlin g

To the U.S. Bureau of Customs for its plans to end the Tijuana border b ott le
neck by opening six new gates in May and vastly increasing its personnel.

The new plan, increasing the number of gates from 18 (only 15 now operable 
because of construction) to 24, will enable customs agents to handle more people 
in less than half the time it now takes.

The number of inspectors will rise from 86 to 113— including, wre are pleased to 
note, many more bilingual Mexican-American and women inspectors. One can 
already see more brown faces, and the first females, manning border stations. There 
also apparently has been a sharp drop in incidents involving alleged abuse and 
discourtesy by border inspectors, particularly abuse directed at minorities.



56

Many of these reforms can be credi ted to Mexican-American activist s who 
exposed the  abuses,  and  to the  pro mp t manner in which Customs officials in 
Washington reac ted after border ma ltre atm ent  became the subject of congres
sional hearings.

As a  result, the  busiest  borde r crossing in the  world, entrance to the  land of th e 
free, no  longer is to  many a tria l by ordeal.

T he Department of the Treasury,
Bureau of Customs,

Washington, D.C., March 26, 1973.
To Al l Customs Supervisors: *

Over the  past few years, Customs has been able to mainta in the  posture of
being an equal opp ortu nity  employer in all aspects  of employment. We have 
been able to maintain this  posture mainly because superv isors and managers 
have  pu t for th a sincere effort to make  equal opp ortu nity  a successful real ity.

W’ith  recent passage of the  Equal Employmen t Oppor tunity Act of 1972, we *
are now situa ted  on the  threshhold of an even greater endeavor  in equal oppor
tun ity . Again, as in the  pas t, the  main focal poin t of the  program will be the 
efforts coming from supervisors and  managers. Some of the  mechanics of the 
prog ram you will be concer ned with  in coming m onths are action plans, seminars 
upward mobility  and  goals and timetable s. I urge you to familiarize yourselves 
with these  activiti es.

On Feb rua ry 5, 1973, an equal opp ortuni ty seminar was held in New York,
Region  II.  The group was addressed by Ju dge  Samuel R. Pierce, General Counsel 
for the  Department of the Treasury and  also Direc tor of Equa l Opportunity .
Judge Pierce ’s remarks, a copy of which is attached, were very  impressive and  
very well received and quite  well sets the  pace for us to  follow.

Vernon D. Acree,
Commissioner of Customs.

Attachment.

R emarks of Samuel R. P ierce, J r.
Regional Commissioner Boye tt, Guests: I am deligh ted to be with  you this 

morning . It  is especially wonderful to be with  you a t a ceremony where m y friend 
Jack Sable, Commissioner of the  New York Sta te Division of Hum an Rights, 
paid  t rib ute  to this  Customs region and  to Commissioner Boyet t for your special 
efforts and program s to promote equal opportunity .

You know as well as I how often we only hear  of the  gripes, and  how infre
quen tly, if ever, do we hear  about the  h igh regard people and  o rganizations  have 
for the things we have t ried  to achieve. Good news is ra rely the  headline.

But,  in dealing with human relationships and equal opp ortu nity , too often we 
only hear about the grievances, abo ut the  wrongdoings and  abou t the  acts  of 
discrim ination .

True as these  reports may  be, I wonder  why we cann ot begin talking more 
abo ut the  positive achievements . . . abo ut the things th at  have been done 
to assure  people a “fair  shake” on the  rungs of the  lad der  of equal opp ortu nity .

People are imita tors.  We emula te one another.
If we can get to the point as people and  as managers of talk ing and of a cting 

positively—in acting enthusias tic about imp ortant  programs like equal  opportu 
nity—th en just imagine how this might pyra mid :

Employees and minorit ies will ha ve hope—
Employees will be happier—■
Managers will be happier—
Minor ities will be happier—

We will have  a stronger organization. We will have a be tte r espr it de corps. 
And, we could be deserving of and receiving many such honors as have  been 
bestowed on you today.

I am delighted to be with  you today for ano ther important reason. When 
I was invited  to speak, I was told  th at  Fred Boyett had set for th a conference 
plan  to meet with  his regional  m anagers and  supervisors. I was also told  t ha t th e 
purpose of the  conference was to instill  and assure a grea ter awareness of the  many  
man ifes tations  of the  Gov ernm ent’s Equal Employmen t Program. Most  im
portant,  too, I was told  th at  Commissioner Boyett wan ted to get toge ther  with
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you to assure that all were aware of your official and personal responsibilities in 
seeing that the Customs Equal Employment Program might move along a clear, 
undetoured route to the goal that there can and will be real equality of oppor
tunity and practice in every phase of the operations of this Customs region.

I hope my few remarks will help set the course of equal opportunity a little 
straighter.

I hope that I can remove a few “ detours”  on the route to that course— and I 
hope tha t I can add a little “ octane power” to the fuel that  Commissioner Boy ett  
has already used in tilling the “ tanks” of each of us as the speedy vehicles for this 
course of travel.

During today’s session, the Civil  Service Commission representative will be 
talking  about the requirements of equal opportunity based not only on the

•  President’s Executive Order, but under the requirements of the Amended Equal
Opportunity Ac t of 1972. This will deal with recruiting, testing, out reach commu
nity  activities and the meaningfulness of your Affirmative Action Plan.

All I want to say about this now is that Treasu ry has a very  line and compre
hensive plan and that I believe we should be doing many things in equal employ-

» ment th at we are not doing today. And if we do all the things we should be doing,
the inspections you will have b y the Treasu ry Department and by the Civi l Serv
ice Commission will find you in good stead.

I have observed from your program that you will be talking about  plans for 
affirmative action. You will be talking  about your  own plan and the Treasury’s 
plan.

I would like to share with  you some of my thoughts on affirmative action plans. 
First of all, let me tell you that Treasury has had an excellent affirmative action 
plan for the last few years. But  I am afraid a lo t has been “ paper plan” . I am afraid 
that unless somebody bugs somebody, many good things in any plan m ay get put 
to the bottom of the big pile on our desks.

But I am more particular ly concerned that our employees have not always been 
aware of our interest in them, of our interest in their upward mobility or of our 
interest in assuring that minorities knew tha t we wanted them to get a fair shake 
in getting hired, in growing on the job, in getting promoted or in whatever else 
comes with getting a fair shake as a Treasury Department employee.

This past fall, I told my staff that I wanted the new affirmative action plan 
to be drafted for my signature and the signature of Secretary Shultz. Permit me 
to let you in on something. My staff drafted up a plan and knew that we would 
not rubber stamp and sign it. A good plan was developed and I was willing to 
sign it, but when I met with Secretary Shultz, he said some very  impressive things 
to me. What he said made me withhold officially finalizing the Department ’s plan 
because it really made such good sense.

Secretary Shultz told me that  in the few months that he was at Treasury, he 
had observed that there had been some real strides by Treasury and its Bureaus 
in the vital  area of equal opportunity. Then he said, “ You know, it is very im
portant that  we tell our employees that  we think we made progress and that  we 
really and truly  intend to work hard to improve our present equal opportunity 
posture.”  lie  then said to me, “ You know, when I sign this plan, I want to use it

< as an occasion to tell every  single employee in Treasury  from the top down exactly
where I stand on this important matter. I am going to do that even if I have to 
send a letter to every  employee in the Department.” Secretary Shultz also told 
me that he intended to let all employees and managers know about his personal 
concern to provide opportunities for all and for their upward mobility.

• Righ t now, plans are being made to develop innovative upward mobil ity efforts
tha t should lead to self-development and job enrichment opportunities for many 
of our employees.

The Secretary and I hope tha t as training and selective development offerings 
are made that  we will have found another undetoured route to promote abil ity 
and job enrichment.

These things and concerns of Secretary Shultz and myself were included in the 
revised Department action plan. Every employee has been advised by  letter and 
other devices of the  Secretary’s concern in these matters.

All of this is fine, but what happens in implementing these things is another 
story. I could be operating the finest restaurant in New York  City  and I could be 
employing the best available chefs and using the finest quality of food. What may 
be coming o ut of my kitchen might be the finest any patron could want to partake 
of, but  if any waiter or waitress is serving this product sloppily, or with the “ I 
don’t  give a damn about it attitu de”  the best of my work is wasted. All I would 
know are the dissatisfactions.
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The same applies in dealing with our employees. If, as managers and supervisors, we ignore the basic intent of our official policy and program, then that’ s what our employees are going to know’ and gripe about.
Managers and supervisors arc the keys to effective equal employment opportuni ty doors.
Managers and supervisors counsel employees and those working with them on how to achieve management objectives and a very important management objective is equal employment.
Managers and supervisors have frailties. But  managers and supervisors cannot afford to exercise poor judgment in dealing with personnel responsibilities. It we do, then we are likely to exercise poor judgment in dealing with our technical responsibilities or our dealings with the public.
Mayb e I can put it differently. We need to regard overselves as trustees of the Federal Government. We are trustees of the merit system. We are trustees for the Bureau of Customs and the Civi l Service Commission.
I personally  don’t think that the Government should tolerate acts from those of us in management and supervisory capacities who abuse the autho rity given 

us when wre require an employee or an applicant to meet certain social and color requirements as a matter for consideration of employment, training and promotion.
I am tremendously impressed that  in this region of Customs, there have been 

some outstanding activ ities which have been undertaken in the past couple of years.
I am aware of the splendid liaison and continued contact you have with the 

Commonwealth of Puerto Rico ’s Department of Labor, with the Urban League, with the NA AC P and with various neighborhood groups and w’ith minority- 
oriented organizations whose constituents need to know about  Customs, who perhaps can help you find the kind of people you need to carry out your important  mission.

There has been some evidence of upward mobility  w’ithin this region and this is impressive. For example, I observed that over the period from November 1971 
to 1972, that there are about 65 jobs now held by Blacks who have been upgraded . . . when I observe that there are 58 minorities in Grade 9, I want you to know that  I am aware this is 16 more than a year ago. There are 4 more Grade 6’s, 6 more Grade 5’s and 24 more Grade 4’s than a year ago.

I wish we could say that more Blacks and Spanish are in Grade 13 and above. 
As we move to implement upward mobility  and job development programs with those minorities who are already in the mainstream of our Department, I 
want to  tell you th at if we succeed— in any Bureau— I believe it will be in Customs.

I need not tell you that Customs management has made it very  clear that it means to assure that  everybody who works for Customs will get a fair shake, that  if he or she is trainable, training will be offered and if promotable, a Customs 
employee will be promoted. In my judgment, this Customs region can set the best of examples.

Commissioner Acree is one of the fairest, hard-hitting  managers in the Federal Government. He has demonstrated time and again that he believes that the mission can be managed only insofar as Customs has the best employees possible. 
I think he is one man who won’t  tolerate mismanagement when it comes to carrying out and implementing equal employment opportunity. I can say the same for  Commissioner B oyett and for the many who serve under his leadership. Hopefully each of us will be able to measure up to the standards these men ha ve set. If w’e can, we will eliminate many of our problems.

Minorities, be they Black, Spanish or Oriental— ethnic groups— Jews, Italians 
or women, all of these “ M IN ORI TI ES ”— have got to be included on the ..  . daily calendar of activities of equal opportunity.

Are we recruiting minorities and women at various colleges and high schools? 
More important, do these schools know what kind of jobs we have and what we are looking for?

Have  we made sure that our recruiters are giving information that conveys our search for women and minorities?
Are minorities and/or women being provided with the opportunities to get a “crack”  at the top level jobs for training, for job rotation in our special programs?
Lastly, I would like to urge you as managers to recognize the need to encourage 

those who work for you that his or her efforts need to be pursued to excellence. If our employees deserve a pat on the back, give it to them.
If our employees have done something in his or her field of work that  is w orthy, they  should be given due recognition for their accomplishments.
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Managers arc quick to report for recognition those  who are involved in safety- programs and perhaps effective cost reduction or the  int roduct ion  of a new system. All this  is tine, bu t isn’t the  effort I am describ ing ju st  as worthy  of recognit ion and, perhaps, even more so? Recognition of this kind of achievemen t means th at  we see be tte r morale which leads to a be tte r job in carrying  out our  mission and every  oth er wor thy symbol w e  recognize.
1 have been back  with  the Fede ral Governm ent only a few years  and  I hav e a deep concern th at  ther e has been a change in this cou ntry  since having left the  Federal establish men t earlie r after the  Eisenhower Adm inist ration.When I left the  Federal Governm ent several  years  ago, I was impressed th at  the  Federal Government was the  “paceset ter”  in equal employmen t for all employers in this vast United State s. The Governm ent was in the  business of minority  employment, and  business and  indust ry were not  really too involved. The Government was s etti ng the  stage and business was urged  to stop d iscrim ina ting to begin hiring  a nd using minorities.
Well, in the  last  10 o r 15 years things have  changed. The business communitv  is far ahead of Governm ent in executive development for minor ities.  Government can provide the  kind of correc tive actio n to catc h up and  to prov ide the  actions and  incentives th at  will serve in the  best intere st of minorit ies and  women to move into  the  mainstr eam  of employm ent and  all th at  goes with  it . . . th e chance for dignity . . . the  chance for prom otion . . . and the  chance  for help ing the Government do wh at is expected of it  in the  finest of ways.

T h e  D epa r t m e n t  o f  t h e  T r e a s u r y ,
B u r e a u  o f  C ust om s, 

Washington, D.C., October 25, 1972.
Subject:  Personnel; Equal  Employment  Oppor tun ity ; Addendum to EE O Affirmative Action Plan.
References: EEO  Act of 1972 (Public Law 92-261, March 24, 1972). Federal  Personnel Manual, Pa rt  713.

1. PU RPO SE

To provide detai ls and  guidance to Customs employees  with  respect to the development and  implementa tion  of the EEO  Affirmative Action Plan. This  issuance also serves as an addendum to the  Act ion Plan  in regard to  Objective V II I.
2. BACKGR OU ND

The basic actio n plan for the Bureau of Customs has been developed and dis trib uted to each Regional office for the purpose of fur the r refinement and  tailo ring  to  m eet specific local needs of field offices.
Close adherence to action plans  will be requ ired henceforth as a resu lt of the Equal Employment Oppor tun ity  Act of 1972 and  pending Civil Service Commission regulations. Fu rth er  program evaluat ions which are also required,  must reflect deta iled info rmation  as to the  effectiveness and  success of the  office in meet ing action plan objectives. On site program evaluations will be conducted by headqu arte rs or De partm ent EEO personnel as needs are determined.

3. IM PO RT ANT CHANG ES  AND SU PE R SE D E D  M AT ER IA L

Objective VI, item  1., is changed to read as follows:
1. “T he program will be eva lua ted  ann ual ly.”
Bureau Circular PE R- 16 -EEO , dat ed May 8, 1970, is here by superseded . As a result, please n ote th at  semi-annual sum mary of program activ ity  (due May 31) is no longer requi red.
Objective VIII  (Attac hment  A) is included as an addendum to the basic action plan.

4.  AC TION

In  orde r for the Bureau of Customs to achieve  the  proper prog ram pos ture , each requ ired  actio n plan  m ust be time ly developed and  adhered  to.
All personnel mu st imme diate ly assume the ir designated responsibi lities  as outl ined  in the  plan.
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5. E X P L A N A T IO N  OF  PL AN  O B JE CT IV E S

Attachment A is an explanation of each plan objective and is intended to serve 
as a detailed guide to assure a reasonable degree of uniformity among the various 
field office plans. The objectives and their subpoints are explained in the same 
indexed order as they  appear  in the original plan created by Bureau headquarters.

Attachment B is provided as a checklist to be used in conducting annual evalua
tions of the EEO  program. The format of the cheklist also corresponds with the 
objectives and subpoints of the Action Plan.

Attachment C is the format to be used for the counselor’s quarterly report on 
precomplaint counseling.

Attachm ents.
V er non  D. A c r e e ,
Commissioner of Customs.

A tt ach m en t A

o b je c t iv e  i : to  adm in is te r  th e  o b je ct iv e s  an d  reso u r ce s  of  th e  b u r e a u  
TO W AR D TH E EE O PR OG RA M IN  A PO SI TI VE AN D E F F E C T IV E  M AN N ER

1. EEO  action plans should reflect management’s commitment and the action 
to be taken by management to fully assure equal employment opportunity 
for all employees and applicants for employment. In order that  all Customs 
plans will contain as much uniformity as possible, the basic plan will be developed 
at Bureau headquarters and forwarded to the Regions. Thus the basic plan will 
form the main framework around which the Regional plan will be developed or 
tailored. Regional office plans will include the districts, all principal field offices 
and any other organizational segments located in the same geographic area and 
which are normally serviced by  the Regional personnel office. Likewise, the 
headquarters plan will include all organizational segments which comprise Bureau 
headquarters.

Regional plans must be generally responsive to the Bureau’s EEO  program 
objectives, and at the same time responsive to specific local needs and conditions 
from the Regional to the District level. While plans must continue to call for 
affirmative equal employment opportunity for all minority groups, sufficient 
coverage must be given to special efforts designed to increase employment and 
advancement opportunities for women.

A complete statement  of specific objectives and goals, both immediate and 
long-range, denoting target dates, should be included in the plan. Some detail 
should also be given as to how these objectives and goals will be achieved and 
the individuals responsible for accomplishing each objective and goal. The most 
important  aspects of the action plan will be the realism and appropriateness of 
the  objectives and the degree of coverage which they  provide to identify  and 
correct or neutralize program problem areas. Each employee must be given an 
opportunity to read a final copy of the Action Plan. The plan should also be 
posted on bulletin boards.

2. See Bureau Circular, PE R- 16 -E EO , dated August 10, 1972.
3. Policy  statements will be issued at least annually by the Commissioner

and by  Regional Commissioners transmitting their support to the equal employ- >
ment opportunity program. These statements must reflect management’s com
mitment to positive equal employment opportunity for all employees.

4. EEO  seminars like any other training or communication technique must
be related to organizational needs and local problems. Coverage of the EEO 
Program in supervisory training courses (e.g., brief lectures and discussions) will *
be considered as additional training toward meeting the seminar requirement.

The Training and Career Development Branch of the Personnel Management 
Division and the EEO  office will be jointly responsible for developing and up
dating the guidelines, instructions and materials for the seminar program.

All supervisory employees, at all grade levels, and non-supervisory employees 
to the extent that  they can be accommodated, must be given EEO  seminar 
training. This training should be repeated at least every 3 years.

Offices are encouraged to invite  outside speakers who are experienced in the fields 
of social sciences and human relations or who are known for their abilities to make 
meaningful presentations. Local community leaders and groups should also be 
invited to participate in and attend the seminar.

Necessary resources and funds must be authorized for this act ivity to assure its 
accomplishment.
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An important feature of each seminar is an expression of local top management’s 
commitment and support of the EEO  Program. This may be done in the form of a 
speech as well as informal group discussions.

5. As a part of the Bureau’s continuing affirmative EEO  Program, adviso ry or 
planning committees will be established in Bureau headquarters and all principal 
field offices, including the larger district offices where the need is apparent.

The main purpose of the advisory or planning committees is to provide assistance 
and advice on the implementation and overall development of the  EEO  Program. 
The committee should also endeavor to establish a climate of acceptance and 
awareness of the program among employees and managers throughout the B ureau 
of Customs.

Committees should be made up from employees of all organizational segments 
V both at the regional and Distr ict levels. Committees should consist of 2 permanent

members, the Equal Employment Opportunity Officer and a representative from 
the personnel office. Representatives from the minority group and female work 
force must be included. Grade levels must not be a determinant in selecting 
employees to serve on the committee, however, employees should have a reasonable  

< understanding of the purpose of the program and the committee. The committees
are not to attem pt to handle or enter into discussions of EEO  complaint cases.

6. Within 7 calendar days of the close of each calendar quarter, each Equal  
Employment Opportunity Officer shall report to the Assistant to the Commissioner 
(EEO) information on the counseling act ivity of the equal employment oppor
tun ity counselors in th eir Region. The report on pre-complaint counseling shall be 
submitted in the format shown as Attachment C, including summaries of each 
case counseled, and a synopsis of problems encountered.

O B JE C T IV E  I I : TO  E N S U R E  TH A T  R E C R U IT M E N T  A C T IV IT IE S  A R E  D ES IG N E D  TO  R EA C H  
AND A TTRA CT JO B  CA N D ID A TES FROM  A LL SO U R C ES

1. & 2. Most field offices have had some experience in establishing and main
taining contacts with local community groups and colleges. These experiences 
have  shown, for example, that the utilization of minority group employees im
proves the possibility  of making effective contacts in black neighborhoods and 
at predominantly black  colleges. The same concept obviously applies toward the 
recruiting of Spanish-surnamed and female candidates.

3. Eve ry employee who engages in recruiting  should receive, as a minimum 
amount of training, an orientation in the special efforts needed to recrui t at 
predominantly minori ty group institutions. The  process of communicating with 
Spanish-surnamed or black students, or all-female student  bodies requires special 
efforts which must usually  be made in order t hat a recruiting visit  will result in 
effective interviews.

Selecting officials should also be oriented toward understanding the problems 
and difficulties involved in recruiting and hiring minority group and female 
candidates.

4. The efforts at recruiting in areas where Spanish-surnamed persons are to be 
found must be intensified. Special attention must be given to those offices which 
are located in geographic areas where substantial numbers of Spanish-surnamed 
persons live. Examples of these areas are the States  of California, Florida, New 
Yor k and Texas.

5. The use of these programs must be continued by  a ll offices. These programs 
offer an opportunity to hire persons who normally would not be able to secure 
government employment. As a result, many economically and educationally  
depressed persons may be able to get a start into a career. Special attention must 
be directed toward American-Indian citizens in those states and locales where 
they live. Eve ry means available must be used to encourage American-Indians 
to apply  for positions under these special programs as well as for regular full-time 
positions.

6. It  is believed that recruiting brochures and leafflets would be more effective 
in attracting  minority group and female employees if they  were specifically 
designed for that purpose or printed in Spanish language, as an example.

7. through 10. These items are geared toward improving employability and 
increasing minority group and female input into the work force.

o b je c t iv e  i i i : u t il iz a t io n  o f  s k il l s

1. In order to  properly determine whether or not there are employees who are 
being underutilized, surveys must be conducted. To be most effective, these

97-789— 7. -5
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surveys should be directed toward identifying underutilized individual employees,rather than groups or classes who are underutilized.

A clear relationship exists between the products of a utilizat ion survey  and theupward mobility  concept. Normally, those persons who may be found to beunderutilized are the very  ones toward whom the principles of upward mobil ityshould be applied. Specific guidelines for determining who is being underutilizedare found in CSC  Bulletin, No. 713 -15 , dated July 23, 1970. This Bulletin alsocontains guidelines and instructions on all other aspects of conducting a utilizationsurvey.
The actual conduct of the survey and the information gathering process will be the responsibility of the  Personnel Management Division and the EEO  Officer.Further study and analysis of the survey  material should also be a joint  effort between the Personnel Management Division and the EEO Officer. 92. The process of assisting employees identified as being underutilized requiresboth ingenuity  and initiative on the part of management. This assistance may range from encouraging an employee to apply  for a vaca ncy  to a very detailed training program. I t may also consist of encouraging self-development; on-the-job training; job re-structuring; building career ladders; etc. tSpecial attention must be given to female employees to assure th at they  are not “ taken for granted”  in the positions they  hold (mainly lower grade clerical positions) and to see that they are made aware of available opportunities.
3. Training is probably the best means for effectively developing an employee’s skills and should be applied to help remedy underutilization. For additional information see CSC FPM  Letter, No. 410-9, dated January  26, 1971, “ Agency Use of Training Authority to Support Upward Mobility for Lower Level  Employees.”
All orientation training for new employees must include either a lecture or reading material in equal employment opportunity, or both, in order that new employees will be made fully  aware of their rights.
4. & 5. Items 4 and 5 contain somewhat overlapping requirements and should be considered as one item. However, both the competitive and the non-competitive processes must be examined periodically by the EEO  Officer and other officials to  determine if all candidates are receiving an equal opportunity for positions in Customs. The requirement for immediate corrective action exists in this instance also. Full use must be made of minority group and female employees when selecting and composing panels for interviewing, screening, ranking, etc.
6. through 10. These items represent special program implementation actions and are the basic responsibility of all Customs officials and employees as well. It  is expected that, in order to maintain an effective program, all of these facets will be carried on continuously by every office. Further, these items will also be covered by  evaluations for progress and effectiveness.

OBJECTIVE IV : INCE NT IVE  AWARDS----PERFORMANCE  EVALUAT ION
1. Bureau Headquarters officials, Regional Commissioners and top field officials are encouraged to be alert for opportunities to award extraordinary individual EEO program efforts.
2. Appendix I, Chapter  335, of the Customs Personnel Manual contains an *evaluation factor for rating supervisory persons in effectiveness in “ PromotingSpecial Emphasis Programs”  such as EEO. Good judgment must be used in applying this factor just as with any of the other appraisal factors.

OBJECTIVE v :  COMMUNITY PROGRAMS AND COMMUNITY CONTACT
The most important and effective action which can be taken b y Customs offices regarding the local community is continuous contact and communication. This includes participation in appropriate community action programs; action and leadership in FE B-F EA activi ties; conveying job information; providing special assistance for locating adequate housing and continuous contact  with  local schools and colleges through speaking engagements, recruiting visits, etc. Other means of contact and communication which should be utilized are TV,  radio and newspapers and other publications. Too much emphasis cannot be placed on the fact that minority group organizations must be sought out and contacted  in order to establish communication.
Responsibility for these actions is shared b y every  Customs official down to and including the port office. In maintaining this communication there will be many opportunities for involvement by minority group and female employees.



OBJECTIVE VIS TO PROV IDE FOR THE ESTABLI SHM ENT  AND MAINTENA NCE  OF AN 
INTE RN AL  PROGRAM EVA LUA TION SYSTEM

1. These guidelines are  designed to be used  in conducting annual evalu ations 
of the effectiveness of the EEO  Prog ram in the  Bureau of Customs. (See A ttach
ment B for new guidelines.)

The Direc tor, Personnel Manageme nt Division, Bureau  headquarte rs, EEO 
Officer and  all principa l field officers will have the  overall  responsibil ity for the 
evaluation. Heads of suboffices will continue to aid in the  evaluation process by 
cooperating and  supp lying  pertin ent information. Line supervisors  mu st also be 
involved in the evaluation process.

Personnel officers and  EE O Officers will continue to be the key  personnel respon
sible for collecting, consolidating,  and  prep aring the repo rt. Info rmation  from 
princ ipal field officers located with in the  geographic area of the Region should be 
consolidated with  t he  R egional report.  An indic ation  should be given as to which 
princ ipal field office the  information applies.

The reporting period, for evaluat ion purposes, will cover the  period  ending 
November 30th of each year and will be due on December 30th. The  evaluation 
reports  must be responsive to the  action plan  and  prep ared  in the format of the 
att ached checklis t. The evaluat ion reports  should be forwarded to the Assistant 
to the Commiss ioner (EEO ), Bureau hea dqu arters  by  the  due date . The  reports 
will be reviewed by the  Ass istant to the  Commissioner (EEO) and the  Personnel  
Manageme nt Division, Bureau headquarte rs. The  evalua tion  reports will be sum
marized and  a copy sen t to the  Treasury Depar tment  as requi red.

Bureau headq uar ters and  all Customs field offices of 25 or more employees 
mu st be covered by  this  evaluation system. All items in the  evaluation checklis t 
must be answered or a description given, unless  the y absolutely do no t apply.

In the  process of gather ing info rmat ion for re por ting  purposes, if it  is discovered 
th at  a need for corrective  action exists in rela tion to a program ma tter, as pro
vided  und er the  Equ al Employment Oppor tun ity  Act of 1972, it  is the  responsi
bil ity  of the  princ ipal field officer, manager  or superviso r concerned to ini tiate 
such  action. The  action taken shou ld be  properly  reflected in the evaluation report.

2. This requ irem ent is being met throug h the prod uctio n of the  “Quarterly 
Minority  Group Sta tis tics” report.  Copies of this  r eport  will be furnished  to each 
Regional EEO  as received.

3. Sta tist ica l da ta mu st be analyzed  in  o rder to be of value  to the  office. From 
a review of the  “Quarte rly Min ority Group Sta tist ics” repo rt, areas needing 
improvemen t may  be identified, as an example . Typical areas  needing correction 
are  office locations where no minority group  persons are employed, and job series 
into which min ority group  and  female employees hav e no t been placed.
OBJE CTIV E V II : TO EN SU RE  PROMPT, FAIR AND IMPART IAL PRO CES SING OF COM

PLA INT S OF DIS CRIMINAT ION  AND PRO VID E EQUAL  EMPLOYMENT OPPORT UNITY
COUNSEL ING

1. All complaint s of d iscrimination covered by  the  EEO  program will be  proc
essed pu rsu an t to curre nt Civil Service Commiss ion regu lations and Public Law 
92-261 (Equal  Employment  Op portunity Act  of 1972).

Under  the  new law, which  was effective  March 24, 1972, the  dut ies of EEO 
Counselors  will remain unchanged. Their primary responsibility will cont inue  to 
be the  resolution of info rmal complain ts. Both Counselors and  EEO Officers 
should familiarize themselves  with curre nt complaint processing regu lations  a nd 
with the new law

Under  the pre sen t processing str uc tur e in Customs, all forma l complain ts of 
discr imination  are forwarded to Bureau  headquar ters for investigation, decisions, 
adjustment,  correc tive action, etc. On occasion, ad jus tm en t a tte mpts and correc
tive actions have be en refe rred  back  to the  Regional  EEOO.

With the  advent of the new law men tioned above , a much greate r volume of 
work is being  required on complaint cases and on the  posi tive side of the EEO 
program  as well. Along with th e shifting of a much greate r por tion  of this  increased 
ac tiv ity  to field offices, it  is ant icipa ted  th a t a greate r port ion of complain t 
processing will also be shif ted to the  field. T his deve lopm ent will great ly increase 
the  am ount of time  requ ired  to be applied to the  prog ram by  the EEO Officer 
and oth er field personnel directly  responsible for the program. The  deta ils as to 
how much com plaint processing should be shi fted  will be worked  o ut on an office 
by  office basis , tak ing  into considera tion the capa bilit ies of each office. More 
info rma tion  will be  sent  to field offices as dete rminat ions a re made.



2. Presently the Bureau EEO  also handles  all reviews and  decisions in regard to formal com plaint cases. Adequate resources a re be ing prov ided  for  thi s purpose at  the Bureau level. It  is no t likely th at  this review and  decision process will be transferre d to a field office along with  any  oth er func tions which may  be. Complete  ins truc tions will be developed and will accompany the  shift of any  com plain t responsibilities.
3. I t is incumbent upon all E EO Officers in Customs to make recommendations for correc tive actio n whenever and  wherever it  appears  necessary . Whethe r or n ot such a discovery is m ade in relat ion to  a  formal complaint case is no t to be a determin ing factor as to the  appropr iateness of making  such reco mmenda tions. Obviously,  in complain t cases where discr imination  is found corre ctive  action must be taken.  In addition , in the  course of processing  a form al complain t, in those  insta nces  when the  investigation discloses th at  the problem stem s from poor man agem ent practices, ra ther  than  from discr imination , the EEO  must again make recommendations for correct ion.

- Presently , all investiga tions  of EEO complaints are being  made by the  Bureau hea dqu arters office and upon  request, b y the  Office of Security  and Audit .4. Bureau headqu arte rs will continue to generate and  dissemin ate program info rmation  to  field offices and in some instances  to all employees. Posi tive  program act ivi ty must be cont inua lly emphasized in order for all employees to keep abrea st of the  accomplishments of program.
’’*‘.5. EEO  Officers will be responsib le for publicizing the  names of Tre asury and Customs personnel who are  counselors and  EEOO’s. This  m ay be done by way of bul letin boards and  handouts.
k? 6. I t is p rimarily the  responsibi lity of p rincipal field officers and the  EEOO  to recom mend  employees for EEO  Counse lor and  to con tac t tra ining officers concerning  t he ir train ing.
St- Thu s far, Customs has not  utilized persons as s tric tly  EEO  complain t investi gators. The  persons being utilized outs ide of the  E EO Office as investigato rs are special agen ts of the  Office of Secur ity and  Audit and  are alre ady  thoroughly tra ine d in investigative procedures.
OBJECTIVE V II i:  TO PROV IDE SU FF ICIENT  STA FFING AND RESOURCE ALLOCATION TO 

THE EEO  PROGRAM

1. Sufficient manpower and funds are  requ ired to be alloc ated  to the  EEO prog ram to enable the  p rogram to function  effectively. It  is the  responsib ility of the  Commiss ioner and  oth er top adm inistra tive officials in Customs to  oversee the  fund ing and  staffing of EEO efforts.
2. The  following is a description of present staffing for the  EEO program:A. Bureau  Head quar ters,  (FT)  =  full-time.1— EEO Officer GS-14  (FT).

2— EEO  Assistants GS-11 (FT ).
1—Secretary (Steno) GS-6 (FT ).
1—EEO Coordinator (Personnel Mgt . Div.).

B. Regional Officer.
1—EEO Officer G S-13 (FT).
8—EEO Officers GS-11 through 14 (par t-tim e).
1—Secretary  GS-4 (FT).

C. EEO  Counselors.
36 Counselors located in various field offices. Counselor a ctivity is a pa rt-  time ac tiv ity  for informal complaint  processing.

Regional Commissioners are responsib le for nom inating an EEO Officer for the  Region  an  for assuring th at  the EEOO  is allowed adeq uate t ime an d resources with  which to  effectively funct ion. This includes funds for rela ted travel  and  training. I t is ant icipated  t ha t new EEO requ irem ents  will demand at  l eas t 50% of each p art -tim e EEO Officers’ time.
3. It  is advisable to have, in each Regional personnel office, a member of th e Personnel Management Division designated as an EEO  “coordinator .” The coordinator ’s basic funct ion in rela tion  to  the  EEO  Officer is to provide advice on personnel matter s and  overall  liaison between the  EEOO and the  Personnel Manage ment Division.
4. The Regional Equal Employment Oppor tun ity Officer is a cou nte rpa rt of the Bureau  EEOO  for program act ivi ty.  As such, the  Regio nal EEOO  must provide func tiona l advice and  prog ram service for all Customs offices within his Region’s geographic boundaries. Sufficient amounts of th e EEOO’s t ime must be allocated to this  function.
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Attachment B 
EVA LUA TION CHEC KLIST

Object ive I.
1. Has the  EEO Action Plan been revised,  updated  a nd approved ?
2. Have goals an d timetable s for th e head qua rters or  field office been established 

and  effectuated?
3. Prov ide dates and  copies of policy sta tem ent s which have been issued?
4. Give schedule of seminars to be held and  those conducted with in the  pa st 

12 months.
5. Have  EEO  advisory or planning comm ittees been established? In  which 

offices are the y located?
1 6. Have  all required reports been  sub mitted to the  Treasury De partm ent by

the  B ureau EEOO?
7. Normally, the  EEO  Counselor will sub mit all repo rts to the  EEO in his 

Region  for conso lidation before sending to  Bureau  headquarter s.
Objective I I .

1. Ide nti fy con tact s which have been estab lished and  maintained . Describe 
partic ipa tion in community  type activ ities .

2. Lis t schools and colleges visi ted; date s; names of recrui ters and briefly  de
scribe resul ts.

Were any of the recruiters either female or minority group?
3. Describe EEO  tra ining and  orientatio n given.
4. Describe efforts, con tact s made and resul ts of efforts m ade to recruit Spanish- 

surn ame d persons.
5. Ide nti fy special  emp loym ent programs which are being utilized. Describe 

fully the  contact s made with  any  American-Indian candida tes or organ izations.
6. Fur nish samples of rec ruit ing brochures.
7. This  item is closely rela ted to item  5 above and  should  be  answered in con

junctio n with item  5.
8. Wh at was source of summ er hires during season which just ended?  Were 

minority group and female app licants also hired?
9. Describe  results of th is effort.
10. Describe any insta nces  where adjus tment s in work schedules or supp ortive 

emp loym ent has occurred.
Object ive I I I

1. Give dates of u tilization survey and  describe significant findings.
2. Wh at efforts have been made  to assis t underut ilized employees?
3. To wh at exten t is EEO  inc luded in all t ypes of training programs?
4. Give date of review and  describe any  corrective actio n taken.
5. Are minority group employees utili zed on prom otion and  selection panels?  

How frequently?  Give examples.
6-9. Describe recent upw ard mobility  applications.
10. Describe positions which have  a  reduced en try  level.

* Objective  IV
1. Dur ing the  year, how m any  awards for EEO  efforts were made?
2. Prov ide samples of evaluat ions to show th at  EEO is included in eva lua ting  

perform ance.
Objective  V

1. Describe rela ted  FE B-F EA  activi ties.
2. Describe any  instances  where thi s action was necessary.
3. Give name of any fair  housing organ ization with which contac t has been made. 

Object ive V I
1. Has  responsibi lity for th e c onduct of annua l evalua tions been clearly defined?
2. Is  statis tical da ta  being mainta ined  on a c urrent  and pe riodic basis?
3. Show result ing compilations  of ana lyses  of stat istic s.



Objective V I I
1. Are counselors and the  E EO  Officer clear on the ir funct ion for handl ing EEO complaints?
2. Describe resources appl icable to review and  decision process of compaints?3. Brief ly describe cases in  which disc iplinary or correc tive actio n was take n.4. Describe types of in form ation and how dissemin ated  to  employees.5. How are names  publicized?
6. Are counselors replaced and tra ined as needed? Is the re any office current ly withou t a  replacement?

Objective V I I I
1. Are there sufficient resources being  applied  to the  EEO effort? Describe indications of a shor tage  of resources.
2. Will all EEO  requirements  be me t with curre nt staff?3. Does the EEO coordin ator  u nders tan d his funct ion?
4. Does the Regional  EE O m ain tain approp ria te contac t with the  other prin ciap l field officers in his geographic region?  Describe  nature of contacts  which have been made.

ATTACHMENT C.—QUARTERLY REPORT ON PRECOMPLAINT COUNSELING

Race,
colo r

Disc riminat ion alleged on the basis of—
Sex

Total
Reli-
gion Female

----------- National
Male origin

(1 ) Number of persons counseled du ring the q u a rt e r .. ..
(2 ) Num ber  of persons counseled during the quarter

when counseling brought abou t remedia l ac
tion (in clu din g correct ive action on the  m atte r 
in question , other action to improve manage
ment pract ices, even if  not directly  related to  
the ind ividual matter  raised by the  aggrieved 
person) or  discip lina ry action as a result of 
counseling —

Note: This report is due by the 7th calendar day o f the month foll ow ing  the close of each quarter .

Mr. Rangel. Mr. Ambrose has been introduced to the subcommittee. Most of us know the outstanding work he has done as Assistant  Attorney General, and we have before us a prepared statement.
TESTIMONY OF MYLES J. AMBROSE, SPECIAL ASSISTANT ATTOR

NEY GENERAL, DIRECTOR OF THE  OFFICE FOR DRUG ABUSE
LAW ENFORCEMENT, DEPARTMENT OF JUSTICE, AND SPECIAL
CONSULTANT TO THE PRES IDENT FOR DRUG ABUSE LAW
ENFORCEMENT

Mr. Ambrose. I would like to make, if I could, Mr. Chairman, a few comments before, if I might.
One, while I appreciate  the fact  that  you have attr ibu ted  my law degree to New York Universi ty Law School, it  is unfor tunate  that  they do no t claim me. I t is New York Law School, and as you know, Charlie, there is a difference.
Mr. R angel. Being from St. John’s, I can understand the difference.Mr. Ambrose. Being sundown law school graduates, I guess we havejto be careful about tha t.

iX Secondly, I  would like to make a couple of comments on the testimony abou t the Customs Service since I happened to be the Commissioner of Customs during a grea t portion of the time to which your questions were directed, and I think without attempt ing to be defensive about it , I think  there are a few things I ought to point out in connection with this.
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First of all, when I became Commissioner of Customs in August 
of 1969, there were 8,900 employees in the Service, as you know. 
The President has determined and indeed had made a pledge prior 
to his election to increase the number of Customs employees relative 
to assisting in interdiction of narcotics.

Th at was the first thing, and even before I became Commissioner 
of Customs. Mr. Rossides had already been appointed Assistant 
Secretary, as you know, and I acted as a consul tant to him, inci
dentally, with out any intention of becoming Commissioner of Customs, 
unofficially from February  of 1969 and officially from May of 1969

* until  my a ppointment in August.
We managed to work up a program whereby Customs would get 

a supplemental appropriation, the first one i t had in some years, for 
increased personnel of any size and it was determined then that  we

* would get something like 800 employees, give or take a few—my 
recollection may be a little hazy—300 of whom would be special 
agents. Customs then had 335 special agents and, incidentally, had 
one black special agent at that  time.

Contrary  to whatever impressions may have been given, of course, 
Customs did not  work—the special agency service rarely  if ever, 
worked in black areas. I t was not  really basically their  work. Most 
of their work was at  airpor ts and points of entry . Occasionally it  
did carry  them into the interior  city, bu t the remaining part of their 
work other than  narcotics  was commercial investigat ion, criminal 
investigation.

Mr. Rangel. Would tha t preclude a black from being so employed?
Mr. Ambrose. N o, it does not, but  I am saying i t is not the same 

type of work done in the inner c ity like, say, our agents assigned to us 
in the DALE program or Bureau of Narcotics.

Mr. Rangel. Th at is a special system, but i t just  seems to me t ha t 
blacks have become familiar with airports and docks.

Mr. Ambrose. There is no question about it,  and I might  also add, 
because this is something tha t interested me historically in the Customs 
Service. Some 25 years ago or so i t was vir tually impossible except in 
New York City  for a Roman Catholic to become a Customs special 
agent. In those days if you were a Mason, you had an o ppor tuni ty to 
be a special agent, but no t if you were a Catholic. It  was only in New 
York C ity and possibly Boston since I understand  there is some Iri sh 
influence up there also that Catholics could become special agent, but 
not  in the rest of the Customs Service. The outside forces they called 
themselves in those days, that was kind of Catholic; and if you were a 

„ Protesta nt, I guess you could n ot get very easily promoted in these
areas.

Mr. Rangel. A history of discrimination.
Mr. Ambrose. A history  of discrimination tha t goes back over a 

period of time in  connection with this.
Mr. Rangel. Now, the whole thing is making more sense.
Mr. Ambrose. Now, let me go back one step further. Of the 300- 

some-odd new agents tha t were to be recrui ted, I de termined, together 
with Mr. Rossides, and then Secretary Kennedy, and the members of 
our staff, that we would atte mp t to get more experienced agents if 
possible, transfers  from other  agencies. A good number of them 
transferred initially from the Office of Special Investiga tions or Office
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of Naval Intelligence, things like this, so tha t we had a nucleus ofexperienced people. We also took on a number-----
Mr. Rangel. The Navy was not really heavy on a lot of blacks. Mr. Ambrose. No, none of them were, as a m atte r of fact.  We tried to make i t a point-----
Mr. Rangel. We are dealing with agencies with long histories in this area.
Mr. Ambrose. I am not  going to argue the point. You are right, probably, but  the point was we needed experienced people in a hurry because we needed to do something about increasing our narcotic interd iction capabil ity at maximum speed. It  was a “damn the torpedoes, lull s team ahead” kind of thing, and that was the way we operated.
We also att empted to get  minority group participa tion. The principal problem that we had, however, was not with blacks. It  was with Spanish-speaking people. And the principal problem we had was not with Spanish-speaking agents, but it was with inspectors along the Mexican border, and that is where we a ttem pted  to increase greatly  our minority participation.
In addition to that,  and Rector Smith may forget it , b ut I sent him together with the Deputy Chief of Investigations and some other investigators to something like 26 colleges with large minority groups, black group participation, black schools in the South, black schools in the North tha t had a considerable number of black students, in an atte mpt to encourage these individuals to take the Treasury enforcement examination and to be recruited into the Service. We had no schedule A type arrangement such as they do in the Bureau of Narcotics. We were unsuccessful. M y recollection is tha t we got two out of zillions of interviews, and it was no t a question-----
Mr. Rangel. Why would the agents need a college education when the Commissioner does no t need it?
Mr. Ambrose. I am not  about  to say—first of all, we wanted to try  and upgrade the number  of agents with a college education at that  po int because we frankly  did not have enough, in my judgment. Maybe it is a mistake as far as minority hiring is concerned. It  is not, in my judgment, a mis take as far as general hiring is concerned.
Mr. Rangel. Do you believe th at a person with a college education is a more effective agent?
Mr. Ambrose. I think  all other things being equal, yes.
Mr. Rangel. All o ther things except pay.
Mr. Ambrose. Th at is right. The pay situation is a problem. A college graduate under our rules, the rules tha t were foisted on us by the Civil Service Commission, could only get a grade 5. In 6 months he could go to a grade 7, as I recall it.
Mr. Rangel. What impact did you as Commissioner have on the statistics tha t we focused on this morning?
Mr. Ambrose. I suspect most of them are blamed on me, and I accept the blame if tha t is the case. On the other hand, as I have indicated before, I think we had something like a 300-percent increase when we went from 8,900 employees up to 15,000 employees, and at the same time had a 300-percent increase in  the number of minor ity group employees. We were t rying to do something about it.
Mr. Rangel. But  in this specific area, everyone agrees tha t we have not been successful.
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Mr. Ambrose. In the 1811 series in Customs we have not  been 
successful, and I have on a number  of occasions a ttem pted  to try  and 
improve it , and I think if you w ant to call Mr. Smith, you could call 
him or anybody else that was involved in this. We made  every effort 
to get black employees in the Service, and, as a ma tter  of fact, we 
wound up instead of having one, with something like six or eight, 19, 
whatever  you have there now. And that was the  result of that kind of 
recruitment.

Now, one other step-----
Mr. Rangel. I suspect you are going to tell us that  you  have the 

same problems with DALE.
Mr. Ambrose. No, I am not going to tell you I have the same prob

lems with DALE. T ha t is a separate  problem. OK?
Mr. Drinan. Mr. Chairman—you say, sir, tha t “I accept the 

blame.” Those are your  quotes. “I  accept the blame.”
Mr. Ambrose. I f there is any to be imputed.
Mr. Drinan. Let us have a program of indemnification, then, for 

the minorities. There is blame, responsibility, and culpability. You 
have said it. How about saying for the next 18 months nobody will be 
hired except minorities. This is re troact ive indemnification. This is a 
remedy tha t is available.

Mr. Ambrose. F athe r, I am not  sure it  is legal, but i t is available.
Mr. Wiggins. I f it  is not legal, it is not available.
Mr. Ambrose. On the other hand, I want  to point out  tha t we had 

two other groups of enforcement officers during this period of time 
which are not indicated in the Customs statist ics. One, Customs en
forcement officers, uniformed patro l officers, who assist in guarding 
piers, et cetera, et cetera , and controlling access to closed perimeters at  
airports and pier areas and things like that , and then-----

Mr. Rangel. Will they be transfe rred right to the new agency?
Mr. Ambrose. No, they are not going to be transferred to the new 

agency. On the other  hand, they  are on the ladder for promotion to 
agent positions and there are a number  of them assigned to DALE 
which I can mention to you which I  am going to request be considered 
for transfer to agent positions. Th at is up to the Commissioner of 
Customs to decide whether they can be eligible to fill agent  slots but  I 
will say they are people who will be and already have been identified 
for the new Drug  Enforcement Administrat ion to pick up when vacan
cies become available for agent positions because they  are minority 
group, black and Puerto  Rican, et cetera, et cetera.

Mr. Rangel. But there is no policy. Is  this yo ur suggestion?
Mr. Ambrose. There is going to be a policy. I  am going to get to 

tha t in jus t a minute. Bu t the o ther area th at we attempted to do some 
recruiting of minority  groups in was the Customs security  officer 
force which, as you recall, was also hired overnight on an emergency 
basis after the September 1970 inciden t in the desert—in the Sinai 
Desert  or whatever it was relative to hijacking those aircraf t, and the 
President gave us the responsibility for flying sky marshals. We p ut  
that  program literally into the air in a ma tter  of months and those 
statis tics are not  reflected here and I think you will find th at  there  is a 
considerable number of black officers there.

Mr. Rangel. Are the sky marshals still in business?
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Mr. Ambrose. They are being phased out. They are being given an oppor tunity  to accept positions as inspectors in the Customs Service as they become available and any other  positions, I guess—I really do not  know all of the nuances of it—and they will also be considered for whatever  vacancies we may have  in the Drug Enforcement Administration.
Mr. Rangel. Are the sky marshals asked to be relieved of their positions.
Mr. Ambrose. It  depends, Mr. Rangel, on their qualifications, as I  unders tand it, what  level they would fit in. I think  a lot of them have already been transferred  to the Customs Agency Service, and I <guess a number  of them also have moved into other areas of law enforcement, bu t I really do not know in detail.
Mr. Rangel. I have received some let ters where they considered this a demotion in terms of pay. *Mr. Ambrose. Well, there may be some problems there tha t I am not  fully aware of and I do not want  to  address myself to.Counsel also raised the question of women. In 1970 there were no women Federal agents anywhere in the Federal Government in the 1811 series. There was none in any bureau, any place, under any circumstances. I  hired the first women Federal agents in 1970 or 1971, and the same six I think arc still in the Bureau of Customs.It  was not  until 1971 or 1972 that the limitations were changed by the Civil Service Commission relative to this. Before th at, as you know, women were excluded by virtue  of the necessity to carry firearms and perform certain physical tasks. Tha t, I understand, has been changed and, as you know now, there have been a number of women hired both in the Secret Service, indeed, in the Federal Bureau of Investigation , and some women have been hired as special agents.So it is a new program and it is moving forward.
I really do not know how well it is moving forward at the current time. Th at is my preliminary part, going back to Customs, and I will be delighted to come up to the present day if you would like me to.Mr. Rangel. Will you?
Mr. Ambrose. Sure.
Mr. R angel. Do you want to make inquiries on Customs?Mr. Wiggins. Yes, I would.
Mr. Ambrose, the previous witness demonstrated, at least to my satisfaction, tha t with respect to inspectors, there may be times when ethnic or racial character istics are a germane and relevant factor in hiring. Is that  also true with respect to the 1811 series, investigators?
Mr. Ambrose. It  is an absolute necessity, absolute, without any question about it. It  is the most compelling necessity we have.Mr. Wiggins. Now, if tha t is the case, that removes a great many constitu tional impediments because it  is the arbi trary  nature of classifications which is offensive to the Constitution, as you know.Wha t can be done in order to permit some consideration of these special qualifications in hiring or placing people in the 1811 series?Mr. Ambrose. Well, I will be glad to answer that,  Mr. Congressman.From the day I was given the responsibility for handling the transi tional planning of the new Drug Enforcement Administra tion and putt ing it into gear and having it  operable on July 1, as a mat ter of
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fact the next day, I appointed my deputy,  Mr. John R. Bartels, to 
specifically work on the problem of minority  agents st rengths and how 
we were going to do something about increasing the number of mi
nority agents. Since we had ample experience during the last  year  
and a half in the operation  of DALE to know tha t the Bureau  of 
Narcotics and Dangerous Drugs did not have a sufficient number of 
agents, black agents particularly.

We also were aware of the fact, and, as a m atte r of fact, I requested 
then Secretary of the  T reasu ry Connally to furnish me with 100, as I 
recall—I could check the numbers—Customs enforcement officers 
because they did have a number of blacks and I think I finally got 
50 or 75 of them, trained  them in special training and utilized them to 
work in the black communities around the country.

But  we have  worked on it  from the day we have star ted this thing 
and there are a number of things tha t can be done.

Firs t of all, we can increase the number of schedule A special 
qualification appointments we can make as special agents. Now, I 
understand the Bureau of Narcotics  has the right to hire something 
like 170, 160, something like tha t, for special purpose qualifications. 
They have only hired  something like 16. I think we can increase tha t 
and there may be reasons for it. I do not know what the reasons are.

Second, the Bureau of Narcotics and Dangerous Drugs presently 
has a rigid qualification for a college degree. I intend  to recommend to 
the incoming Administra tor tha t that  be changed and tha t there be a 
substitution of law enforcement experience instead of a college degree 
where necessary, or a combination of both.

Third, i t is going to be recommended to the incoming Administ rator 
tha t minor ity recru itmen t not be a t any dist rict or local level but be at  
a national  headquarters level and that he would be personally re
sponsible for it so that if indeed there are any intervening factors, 
subjective evaluations, which have a d eterr ent effect to the increased 
employment of these individuals, the blame can stop where it  belongs 
right  at the  top and we will obviate tha t.

Those are some of the programs.
Now, we have also during the past  year, year and a half, had, I do 

not know, 600 or 700 local enforcement officers assigned to the drug 
enforcement office in the Justi ce Depar tment  under the special pro
gram. We have identified a nu mber of those individuals who will be 
willing to transfer and who we think  would make good Federa l agents  
and we will ac tively increase them.

I might add that we probably  have the largest minority group of 
officers assigned to us of any  group. Something like 17 percent of our 
force is black or minority group at this point which is a  rather large 
percentage for a law enforcement agency in the Federal establishment, 
I suspect much larger than  anybody else.

Mr. Wiggins. There will be more specific recommendations to deal 
with this problem.

Mr. Ambrose. There will be more coming, right.
Mr. Wiggins. Who has the power to implement these'recommenda- 

tions?
Mr. Ambrose. Well, I  do at the present time. I have the power to 

recommend them and presumably if it  continues, and if the  Congress 
on June 11 has not  filed a motion  for disapproval of the  new agency
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Mr. Wiggins. Do you feel that you have adequate sta tutory  authority to implement your recommendations which you have jus t suggested?
Mr. Ambrose. Well, I think we have adequate  s tatu tory authority  to implement the suggestions I just  recommended. I do no t think we have adequate sta tuto ry authority  in all areas. There may be other things we should consider and I know we are looking into that at the present time.
Mr. Rangel. Mr. Wiggins, could you yield for a minute because I  did no t understand one thing. These suggestions that you are making, Mr. Ambrose, is that not  to the new Administrator?Mr. Ambrose. Well, i t would be—we are setting up programs, Mr. Rangel, for the new administration to carry on. I assume tha t they will be carried on. I  hope t ha t they will be carried on. This is one of them. I have discussed it -with the Attorney General at  some length, who has a great intere st in this area. I have not yet  discussed i t with the incoming At torney  General. I see no reason why he would have a different view of it.
Mr. Rangel. What  I do not understand is tha t you are making these suggestions in which the committee certainly concurs, but when asked whether you had the author ity, there is no question that  you have the authority  to suggest.
Mr. Ambrose. No one has-----
Mr. Rangel. You do not know whether you are going to  be the new head of this agency, do you?
Mr. Ambrose. No. I prefer not to comment on that subject  whatsoever.
Mr. Rangel. So we do not know really, with all of these wonderful suggestions, whether there will be implementation.Mr. Ambrose, I think, Mr. Rangel, tha t I  can give you p ret ty good assurance that these recommendations will be carried out. I cannot give you a written  declaration, first of all, because the  agency is not  in existence and there is no way that  you can commit an agency that is not in existence, bu t I can give you virtua lly my oath on it  that this will be the way i t is going to be because aside from any of the other considerations tha t are here, and there are many other considerations, we need more black agents just to work and  to be effective.Mr. Rangel. How can the Congress be assured tha t the new organization will reflect your thinking? I am not asking really for oaths because I know you are dedicated in this area, bu t we are now asked to support by lack of action the new suggestion made by the President.Now, if for one reason or another all of the heads of law enforcement agencies claim tha t they cannot be as effective because of the lack of minorities and if there is no flexibility given to us to relieve some of these restrictions on this new agency, what support do we have to keep us from moving against the merger?
Mr. Ambrose. Well, all I  can tell you is that those are the people who are intimately associated with the new merger and who will in my judgment, stay  on, are committeed to this program.
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Mr. Rangel. I s i t confidential who these people are?
Mr. Ambrose. Yes, i t is, I am no t in a position to speak in connec

tion with it, obviously, because the President is the one who is going 
to make the determinations  as to who will be nominated for the Admin
istra tor and Deputy Admin istrato r posts and also for the Assistant Attorney General position.

Mr. Conyers. Mr. Chairman, first of all, I want to thank you for 
inviting me to these hearings. I jus t had one prelimiary question.

As we hear our distinguished witness talking about  the Attorney General, is he referring to Mr. Kleindienst?
Mr. Ambrose. Yes, I am.
Mr. Conyers. Or Mr.  Richardson?
Mr. Ambrose. Mr. Kleindienst.
Mr. Conyers. Or someone else?
Mr. Ambrose. No, I am talking about Mr. Kleindienst. He is the 

Attorney General of the United State s and he has a very deep in teres t in this area.
Mr. Conyers. He has n ot submitted a resignation.
Mr. Ambrose. No, he is Attorney General. As of 10 o’clock this morning, 9:40 when I-----
Mr. Conyers. When you came to these hearings, he was still Attorney General.
Mr. Ambrose. At 9:40 this morning he was the A ttorney General 

but  the way things happen nowadays I am not prepared-----
Mr. Rangel. Well, jus t help us out. What position does Mr. Richardson have?
Mr. Ambrose. I have not discussed this ma tter  with Mr. Richardson.
Mr. Rangel. What is his title now?
Mr. Ambrose. Attorney General-designate. He is Secretary of Defense.
Mr. Conyers. Well, I guess this has been as helpful as the witness can be on this.
Mr. Rangel. Now, we were talking about your statement . Are 

there any other  inquiries to be made as relates  to the Department of Customs?
Mr. Ambrose. I would prefer to go on-----
Mr. Wiggins. There is one thing dangling here. You indicated, Mr. 

Ambrose, that there may be some deficiency in your sta tuto ry author
ity  and if you are in fact able to identify  that deficiency, I hope you 
will communicate i t to concerned Members of Congress and members 
of this committee so that we could consider appropriate changes in 
the law.

Mr. Ambrose. Sir, I would be glad to atte mp t to do that through 
the appropriate channels. It  seems to me over the years, being a 
Federal manager or even a State  manager in New York, I have 
constantly run into great stat uto ry difficulties in doing—trying to 
achieve your objectives in given areas, particularly in the personnel 
field, and they rarely are changed, unfortunately .

Mr. Rangel. But you do have an opportunity where on a bipa rtisan  
basis most of the  Congress is concerned with the work tha t this new 
agency will undertake.

I do not know whether it is legal for us to amend what  will be 
coming before the Congress. I guess we would have to bring it before
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the Congress and see whether it  is voted up or down. We have no way 
of affirmatively acting in order to improve the effectiveness of your 
agency or any proposed agency as long as we are restric ted in terms 
of finding out what the problems are.

Mr. Ambrose. Well, I am not in any way attempting  to minimize 
your ability to find out what the problems are. I would be glad to 
tick off to you any legal impediments tha t we think are necessary. If 
you ask me I  am going to give them to you.

The question was whether I would submit, as I understand it, 
additional legislation to circumvent. I would be glad to have Mr. 
Jones, who is here this morning, take a good look at this, or Mr. 
Berkman from the Departmen t of Justice personnel office, and see 
what legal impediments there are t ha t we think might hinder us from 
improving this situation. I would be delighted to do it.

Mr. Rangel. Well, do you have ideas now?
Mr. Ambrose. Well, the one area I was concerned about, and I 

think I discussed with you on more than one occasion, was the absolute 
necessity for college degrees for Bureau  of Narcotics agents entering 
on duty, and I find out  we can do tha t without congressional action. 
So I think we will take  care of tha t.

Mr. Conyers. Well, why don’t you?
Mr. Ambrose. Because I cannot  do it until July 1, sir. The pro

gram will be effective on July  1, the new administration.
Mr. Conyers. You mean you cannot do tha t before Ju ly 1?
Mr. Ambrose. No, sir.
Mr. Conyers. How come?
Mr. Ambrose. Because I am not  the Director of the Bureau of 

Narcotics and Dangerous Drugs.
Mr. Conyers. I see. So this is a departmenta l problem. We are 

trying to get at statutory problems.
Mr. Ambrose. Th at is right, and I said I  am not prepared to discuss 

express statu tory  problems th at may be prohibitive. I will look into it 
and be glad to discuss it.

Mr. Rangel. D o you think existing legislation will allow the Bureau 
of Narcotics and Dangerous Drugs and Customs to revise the mini
mum standards?

Mr. Ambrose. Well, Customs does not have that kind of a minimum 
standard. Customs’ minimum standard, as I unders tand it, is based 
on what the requirements are for Treasury  infers. Ent rance  examina
tions, entrance standards, and the Civil Service Commission has set 
up those standards. I  do not think they are as prohibitive. I  think they 
are less prohibitive, as a mat ter of fact.

Mr. Rangel. Well, t ha t takes care of Customs so far. So now we 
will come up to date.

I am sorry. Did you intend to enter your sta tement into the record?
Mr. Ambrose. Yes, sir. If you will enter the statement into the 

record—I gave a synopsis of those four main points.
Mr. Rangel. I see. So the statements tha t you made are the only 

statements you would like to make at this time.
Mr. Ambrose. I think tha t would cover it as far as I  am concerned. 

I want  to make sure that  it  is clear there are two facets in my judge
ment, Mr. Rangel, and I would like to comment on two other parts  of 
it.
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There are two facets. It  is necessary, of course to have black agents, r 
for example, working in  black communities, particularly  where had, 
drugs are dealt  with, because both the victims and the transgressors 
are usually black. So we do need agents who can infiltrate  dist ribution 
systems for the purpose of dissembling.

But more im portant or just  as im portant, it seems to me, and one 
of the reasons why we have tried to be so—we have tried to figure 
out ways of doing this, is that we need the support of the black 
communities in our efforts to do something abou t the turning around 
of this heroin traffic situation, and this requires faith, it seems to me, 
on the p art  of the community in the enforcement effort which has been 
lacking in the past  and which I  think I have seen enough subjective 
indications to make me feel tha t i t is turning around.

One of the  ways that we can improve on this, one of the key ways 
we can improve on this, is to have black officers performing and the 
community itself will know tha t it  is not  some outsider who is coming 
in to try  and do somebody in bu t it  is pa rt of their own group who will 
atte mp t to do something about this problem.

Mr. Rangel. Well, as a professional black I would like to comment 
that  certain ly while it  is imp ortant to have  blacks there as agents and 
police officers, I think  the community can gain more confidence in an 
agency, or, indeed, the Government when they can see themselves in 
these policymaking positions.

Mr. Ambrose. No question about i t.
Mr. Rangel. This has more to do wi th general attitudes and cer

tainly I think it is very helpful for one to know the community in 
which their employees have a responsibility.

Mr. Ambrose. There is no way, of course, when you get into policy 
positions unless they star t off in manned policy positions, these par
ticular cases for the most part,  t ha t is one of the problems we have.

Mr. Rangel. Is tha t really a problem? Do you really have to s tar t 
off as a messenger?

Mr. Ambrose. No, no. I do not  think you have to sta rt off as a 
messenger. As far as being the regional director  of the  Bureau of Nar
cotics and Dangerous Drugs in New York, though, you should have 
been an agent at some stage of the game. This is one of the problems 
that  we have had.

Mr. Rangel. Bu t does that necessarily coincide with the policy of 
how administrations ap poin t heads of agencies?

Mr. Ambrose. No.
Mr. Rangel. I mean, would they reflect tha t?
Mr. Ambrose. No.
Mr. Rangel. So that  we do no t have  to really change the rules for 

tha t.
Mr. Ambrose. Not  for tha t, no, you do no t. Wha t I am saying is 

that  i t is necessary to have some dialog with the communi ty in this 
area and i t is necessary in my judgment, and frankly, what  we have 
tried to do in the DALE program is to emulate to some extent what  
has been tried successfully in some cities, what  appears to be bearing 
fruit, such as in New York City, with having community relations 
specialists.

Mr. Rangel. Can you talk to us abou t what DALE is doing and 
what  pa rt of the DALE operation is going to be transferred  to the new 
agency?
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Mr. Ambrose. Well, the way we envisage it at the present time, 
DALE first  of all was an experimen tai program. I t was designed to be 
an experimental program. I t  was designed to bring a Federal presence 
to bear a t the lower levels of trafficking, to indicate to the communities 
there was a  Federal interest in this, to kind of run the gamut  of the 
narcotics enforcement program from the beginning to the end, and 
frankly , determining which is the beginning and which is the end is 
always a big problem.

Bu t in order to do this we decided it  was necessary to get local 
partic ipation because we wanted to have as an experiment an oppor
tun ity  to see whether local and Federal officers could work together 
and whether—in these particular  cases—we could have an earlier 
intervention  of legal assistance and prosecutive assistance to the in
vestigators for a variety  of reasons, one of which, of course, is to de
velop more effective cases. That is what we have tried to do.

Now, the program has had some ups and some downs but  on an 
overall basis I would say it has been extremely successful. Through 
this means of local police par ticipation we have been able to increase 
the number of black and minor ity group officers that we have been 
able to use in those communities in the Federal effort on a stopgap 
basis.

Mr. Rangel. To w hat do you charge this success?
Mr. Ambrose. I guess I should say my nine regional directors. I 

do not know. I  think  the concept is a very valid one of trying to get 
all of the groups to work together toward common objectives. As 
you know, Mayor Lindsay has now suggested tha t all of the narcotic  
enforcement officers in the New York City  Police Depa rtment be 
assigned to a jo int Federal task force as a result of the effectiveness 
of the  jo int Federal task force in New York and the DALE program, 
and th at is something like 1,500 agents or detectives th at he wishes-----

Mr. Rangel. Where does DALE fit with the new organization?
Mr. Ambrose. Well, DALE will fit in the new organization roughly 

as follows, and this has not been completely determined yet  and this 
is subjec t to approval. The agents-----

Mr. Rangel. Whose approval—the new Administra tor?
Mr. Ambrose. The new Administrator but basically the Attorney 

General to whom the Administrator  will report. But  basically speak
ing, we will continue to have local police officers assigned working 
on an integrated basis with Federal agents on lower levels of traffick
ing. At the mid-level, we call it , down to the str eet level, as it were, to 
keep the pressure on in an area in which i t is needed. There are some 
cities in which it  is not needed particula rly. The locals are doing 
enough on their own.

Mr. Rangel. Do I understand you correctly? In order to try  to 
make up for the lack of minorities tha t are with your present line 
forces, tha t is Customs and BNDD, tha t the new agency will be 
using the DALE approach in attracting local minority law enforce
men t officers?

Mr. Ambrose. I  would accept your st atement after  the new agency, 
not  the premise on which the state men t is-----

Mr. Rangel. T ha t is our problem. I mean, do we get the Attorney 
General here?

Mr. Ambrose. No.
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Mr. Rangel. Most  of these things are directed to the Office of 
Budget and Management.

Mr. Ambrose. No; it  is not, sir. You made a premise that the only 
reason we are doing it  in effect, is because of getting minority partic i
pation.  It  is not the only reason. It  is a reason. It  is helpful. It  does 
increase the number of minority officers assigned to assist us. But it 
is not the basic reason why we are doing it.  The basic reason we are 
doing i t is to have a combined operation to get a bett er coordinated 
operation with local police, State police, county police.

As you know, in your own area we have something like 140 differ
ent  police depa rtments in the Metropolitan New York region and 
when we can do i t through a coordinated basis we have got a much 
bet ter  approach.

Mr. Rangel. We can call it what we want  but  local policemen 
that  reflect the ethnic composition of the community  in  which they 
have been assigned to work have proven to be more effective than 
those t ha t are n ot familiar and that do no t look like residents  of tha t 
given community.

Mr. Ambrose. In undercover capacities, generally speaking, tha t 
is true.

Mr. Rangel. So tha t if in fact the  new agency is going to adopt th at 
procedure, whether  we are dealing with Federal agents or local law 
enforcement officers, minor ity involvement in law enforcement would 
drastical ly increase.

Mr. Ambrose. I would th ink so and  hope so.
I want to make sure it  is clear th at one of the major purposes would 

be to increase the minority involvement in the new agency, direct 
hires, not people detailed from local police. I am ta lking about  regular 
Federal agents.

Mr. Rangel. H ow can we have something to hang our hats on to 
see that this is being done rathe r than being suggested? I do not  assume 
that the Congress would get another  crack at  this. Would the Attorney 
General, who really would be calling the shots with this new agency, 
tell this committee that  this is what  we intend  to do and not what is 
being suggested to the new Administrator?

Mr. Ambrose. Well, I will be glad to inquire from the Attorney 
General whether we can give you a lett er from him saying tha t this is 
the policy of the Dep artm ent of Justice.  I will be glad to ask the 
Attorney General if he  wishes to do this.

Mr. Rangel. Do you realize how important this would be to our 
inquiries?

Mr. Ambrose. Well, I can see where you might  be interested in it . 
I am no t sure tha t i t is t ha t important personally. I think i t is going 
to be done without any—without any doubt in my own mind because 
I think it  is necessary.

Mr. Rangel. I  thought 20 years  ago with  Customs that  it would 
jus t be done and here I  am today trying to find out.

Mr. Ambrose. Customs is an entirely  different situat ion and I do 
not think  it  is really fair to make them analogous.

Mr. Rangel. Well, I thought it would be done with the Bureau of 
Narcotics and Dangerous Drugs. They have 1,500 agents of which 68 
are black. I thought that it  jus t would be done without  adding the 
factor tha t the black officer would be more effective because we find
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drugs now in inner cities. I  jus t thought it would be done. And I do want to believe th at with the new agency i t will be done.Mr. Ambrose. I think  it  is im portant.
Mr. Rangel. Th at it  will be done.
Mr. Ambrose. Mr. Chairman,  I think  i t is impor tant  to also point out that the Bureau of Narcotics and Dangerous Drugs embarked on a specific program which it thought was the best program at  a given time. T hat  was the major offender in the overseas activities, which did not  necessitate them possibly, and I was not there as you know, bu t did no t necessita te the need for th at  many more black agents for tha t kind of work. It  may be th at they held back on pushing it but now-----Mr. Rangel. They knew it in 1960, though. The B ureau knew it  in 1960.
Mr. Ambrose. Well, I do not  know. I  cannot speak for the Bureau. You would have to ask Mr. Ingersoll. You had him here and you should have asked him.
Mr. Rangel. We did ask him and they have known i t since 1960.Mr. Ambrose. I personally assure you we need more black agents in the new Drug Enforcement Adminis tration and we are going to do everything absolutely necessary to get them. Th at is all I  can say. I canno t go any further .
Mr. Rangel. Bu t we do not  know where you will be in terms of your ability to get these things.
Mr. Ambrose. Well, I jus t said I will atte mpt to talk to the new Attorney General and, as a ma tter  of fact, I will make it  a point if and when the new Attorney General is confirmed—I think that the present Attorney General will give you that assurance and I  will talk to him abou t it. If you want the present Attorney General’s assurance-----
Mr. Rangel. I  want all of the assurances tha t we can get from the administra tion, from past Attorney Generals and future  Attorney Generals because we have to have something on which to work.Mr. Conyers. Le t us not go too far back on these Attorney Generals, Mr. Chairman.
Mr. Rangel. I assume it is inherent in your s tatem ent that a p art  of the program tha t is being offered by the President and the  Atto rney General is a release of this restriction  that you have in terms of the freeze and the hiring.
Mr. Ambrose. Now, Mr. Rangel, without any way trying to play games about  this, the answer is unequivocally, yes. I have told you personally before, I put  i t on the record now, I am appalled by the lack of the number  of black agents in the Bureau of Narcotics and Dangerous Drugs and I am going to attem pt to do something to see tha t the circumstances are not  the same in the Drug Enforcement Administration.
Now, beyond that I cannot go.
Mr. Rangel. My concern is tha t the President in his March 28 release had indicated tha t they did not need any new man.
Mr. Ambrose. Well, I do not think they are going to need new men because the determination order, you know, first of all, you are putt ing together 500, 600, now Commissioner Acree says 600 agents this morning. I do not know how many agents are coming over from Customs.
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Mr. R angel. In  ter ms  of ou r problem, you can  re st  ass ure d th a t 
you  are no t going  to ge t an y increase of mi norit ies  th a t would  cha nge  
the  r at io  dram ati ca lly .

Mr. Ambr ose . N o; I am no t say ing  you are  going  to ge t mo re righ t 
away. I th ink there  will be a nu mbe r of vacanc ies  over an  im mediate 
per iod  of tim e and ind eed , I do no t rea lly  kno w at  th is po int, an d I  
wou ld ha ve  to check wi th Mr. Be rkman  or Mr. Jones— there  may  
well be alr eady  in the cu rre nt  ma chine ry,  congres sion al machin ery , 
a requ es t for  ad dit ion al agents in  all those slots .

Mr . R angel. That  is ou r prob lem . Th e Pres iden t sa id th ei r p rim ary 
need was no t more ma npow er working on the problem since  over 
2,100 new  agents,  an increase of over 250 pe rcen t since 1969, ha ve  
alr eady  bee n added to the Fe de ral  drug  enforcem ent age ncy  un de r 
thi s ad mi nis tra tio n.  Now, if the  BN DD and Cu sto ms  ca nn ot  ref lec t 
an inc rease in  the  minor ity  memb ers  of their forces , and he is say ing  
th a t he  is no t going to ask  for  an y more, will the new  age ncy  be 
restr ic ted to at tr it io n in ter ms  of me eting  the minor ity  goal s ab ou t 
whi ch yo u are talk ing?

Mr. Ambr ose . Well, I th ink prob ab ly th e f irs t place will be  a tt ri tion . 
Th e second p lace  would  be in an y a dd ition al  positions  whi ch h av e b een  
afforded  to it  u nd er  the cu rren t r eq ue st  to the Congres s an d I  j u st  do 
no t kn ow th e answer . I  will  ha ve  t o check it . I will be g lad  to f urn ish  i t 
to you if t he re  a re pen din g before the Congress now  re qu es ts for ad di 
tio na l agents in an y of those three bu rea us  w hich  w ould  be app lica ble  
to the sit ua tio n.

Mr. Cony ers . M r. Ch air ma n, if you will yield to me,  it  seems like  
we a re i n a  tr ap  of c lassic  proport ion s he re. Th e C hief Ex ecuti ve  Officer 
say s there are  suffi cien t age nts . We are  pro mised  by  a con scient ious 
me mb er of the admin ist ra tio n th a t he will increase the appa llin gly  low 
nu mbe r of blacks  in  th is are a. An d on the th ird  h an d,  we are  trap pe d 
by  a hir ing  freeze th at ob tai ns  in— I  do not kno w how  m an y of these 
agencies— and  I  do  not know  wha t i ts  effect is going to be in the f utur e 
pro gra m when it  is reorganized.

He  admi ts qu ite  can did ly,  and for  t hat , we m us t express  o ur  a pp re
cia tion, I suppose, th a t thi s is n ot going to  h ap pe n fas t. I t  i s going  to 
take  a per iod  of tim e to accomplish. And he suggests, among othe r 
things, at tr iti on .

Well, if I in te rp re t th a t cor rec tly , then  we are  n ot  going  to see an y 
serious  i ncrease in  bla ck  agents in th is proposed opera tio n in the ne ar  
fu ture . I  th in k he  is st at in g it  as fai rly  as he  can  un de r the circum 
stance s.

M r. Ambr ose . I  th in k th at you will find,  Congressman, th a t there 
prob ab ly  will be a m inimu m 200 vacancies w hich  will o ccu r in the rela
tiv ely ne ar  fu ture . One of t he  devices  as you know , c ould  be the s che d
ule—the  nu mbe r of exp ecte d at tr it io n vacancies,  at te m pt in g to re 
cr ui t for those in an tic ipat ion of the vacancies coming up , and  one  of 
th e thi ng s we are  tal kin g ab ou t a t the presen t tim e. T hat is a diff icul t 
si tuat ion.  I t  ca n be done. I t  would be in my  ju dg men t, a w ise th ing to 
to  do  i t and it  is one of the con sidera tions th at we a re w ork ing  on  ri gh t 
now . So you may  well see, if we can  ob ta in  qualified personnel , you 
may  well see in  th e very n ea r f utur e a flu sh of new  black  ag ents com ing 
righ t in.



Mr. Rangel. Did you say we may see a flush of new black agents coming in?
Mr. Ambrose. Yes, sir.
Mr. Rangel. Under what, attrition?
Mr. Ambrose. Anticipa ting attri tion . There is always a factor of attr ition you can pre tty  well count on, 7 to 10 percent. What is the figure?
Mr. Rangel. Would you not almost have to mandate those coming on as being black?
Mr. Ambrose. N o. You do not have to mandate at all because we have a device now, schedule A.
Mr. Conyers. Are we bringing in the conceptualization of some kind of quota system?
Mr. Rangel. You cannot have it  both ways.
Mr. Ambrose. No. I am going to carefully avoid affiliation with any kind of quota system, Congressman, if you do not mind, but on the other  hand, I think it is imperative to understand tha t we do have schedule A appointments  tha t we can make. My recollection-----Mr. Rangel. Well, is i t firmed up tha t now the new agency will have schedule C?
Mr. Ambrose. Yes. They will assume—BNDD has and everything that  BNDD has goes over to the new agency.
Mr. R,angel. Everything they have now, and is that somewhere in the making? I mean, how can the Congress know this?Mr. Ambrose. We can give you a rundown on the exact sta tus of it very  simply.
Mr. Rangel. Is it  posssible for us to know where we are on this before June 11? We are talking now about a national effort to combat narcotic  trafficking. We are dealing with the agency t ha t is going to have 75 percent of the  manpower and another agency which is going to pu t in 500 or 600 men. They all agree and you agree that  they cannot reach their maximum effectiveness without an increase in black agents. If this is so, then the war about  which we are talking, the new agency abou t which we are talking has the troops, but  we have not got the specialists t hat  we need. So why would one support the merger if i t is going to be a continuation of the problems th at we had when the various agencies were decentralized.Mr. Ambrose. Well, I think frankly, and you know, with all due deference, Mr. Chairman, the statement  is unfair. I have said categorically tha t we are going to atte mpt to increase the number  of minor ity part icipants  in the new agency and we are going to make-----Mr. Rangel. When you say “we” I am thoroughly confused about whom you are talking.
Mr. Ambrose. I am talking about it right now. We are making the plans for it. I assure you tha t the present At torney General of the United States is interested in this and I am sure tha t any subsequent Attorney General is going to be interested.
Mr. Rangel. Well, could you get those plans before the  Congress?Mr. Ambrose. No. I do not  see how I can give you a guarantee tha t we are going to hire 37 blacks or anything  like tha t.Mr. Rangel. I am not talking about a guarantee, Mr. Ambrose. I am only talking about your goals for the new agency. All of your goals for the new agency would be in line with changing some of the inequities tha t exist within the present agencies.
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Mr. Ambrose. Tha t is exactly w hat I said in my s tatement, exactly 
what  I  said in my sta tement.

Mr. Rangel. Well, can we not get someone to find out  wha t this 
new thing tha t we are going to be supporting in the Congress is going 
to have? I mean, do we have to wait?

Mr. Ambrose. What is it you specifically want? If you ask me 
specifically what you want I will be glad to try to get  the Attorney-----

Mr. Rangel. First, I would suggest that you get to the subcom
mittee  all the stat uto ry recommendations you wish to make as was 
suggested by Congressman Wiggins.

Mr. Ambrose. If there are any.
Mr. Rangel. If there are any.
Second, all of the ideas and suggestions that you are making 

should be sanctioned by someone we can identify as having some 
responsibility for the new agency. Th at person should say these 
recommendations are accepted and they are goals. We do not  know 
where you are going to be. I will take such a statement from the 
new Attorney General, assuming tha t he has jurisdiction. He will 
have jurisdiction, will he not? Can he not  get it  from the Justice 
Department?

Mr. Ambrose. T ry and get i t from the current Attorney General. I 
do not  see any way tha t the A ttorney General-designate can give you 
such an assurance.

Mr. Rangel. Regardless of who it is, do you appreciate that the 
Congress would like to know what  this new agency is going to do 
about this problem before we support it by default?

Mr. Ambrose. I thought that  was the purpose of my visit here 
today and it is exactly what I am trying to give you to the best of my 
ability, and I  am giving you the maximum assurance, it seems to me, 
that  it  is possible to give under the circumstances. Beyond that  I 
cannot go.

Mr. Rangel. D o you have a time problem?
Mr. Ambrose. No. I  will be delighted to s tay here.
Mr. Rangel. We have a vote on the floor, and so we will be back 

within 15 minutes.
Mr. Ambrose. OK. Great.
[A recess was taken.]
Mr. Rangel. Mr. Ambrose, I guess we left it  tha t you would make 

inquiries from the Department of Justice to see whether or not this 
subcommittee can get the feelings of the At torney General, or whom
ever you deem proper, relative to favorable consideration of your 
suggestions. I suppose we cannot ask more than that.

Mr. Ambrose. Well, I have spoken to the Attorney General in the 
interim period of time while you were voting, Mr. Chairman, and the 
Attorney General says on the general question, of course, of our in
tention  to try  and develop programs which would increase minority 
officer participation  in the new adminis tration, that he is unequivo- 
cably behind me 100 percent on that and that would be the policy.

On the other  hand, he says he thinks it  would be inappropriate 
for him to recommend specific programs to his successor and to say 
to you that these will be the programs since he will in all probability 
be replaced very shortly.  B ut he is making arrangements  for me to see 
the Attorney General-designate or members of his staff as soon as 
possible rela tive to this, and I  will a ttem pt to ge t some verification of
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support for the specific programs th at we have or a t least conceptually 
the programs we have. [See lette r a t p. 88.]

Mr. Rangel. And is there a reorganization plan tha t is to be or has 
been submit ted to the Congress? Or is tha t being developed?

Mr. Ambrose. You mean the reorganization  plan?
Mr. Rangel. Yes. Structu re.
Mr. Ambrose. Organization c hart  and s tructure.
Mr. Rangel. R ight.
Mr. Ambrose. Yes, sir. We have submit ted to the Government 

Operations Subcommittee  on Legislative and Milita ry Affairs, which 
incidentally, this morning reported out the bill favorably, we have 
submi tted to them an outline  of this and, of course, this cannot be in 
cement. As you know, an Admin istrator  has got to have some judg
ment, some responsibility for changing the organizational structure 
to meet whatever  he thinks the needs are, but generally speaking, I 
think we have a functional chart  which we have given to the committee 
which will be the broad outline of the new agency.

Mr. Rangel. Are there any questions th at Mr.  Wiggins might have?
Mr. Wiggins. I have a request, Mr. Chairman. If previously 

Reorganization Plan No. 2 has not  been made a par t of our record I 
request that it be made a p art  of the record.

Mr. Rangel. So ordered.
[Reorganization Plan No. 2 follows:]

Reorganization Plan3.No. 2 of} 1973
Prepared  by the President and transmitted to the Senate and the House of Representatives  in Congress assembled, March 28, 1973, pursuant to the provisions of Chapter 9 of Title  5 of the United States Code.

LAW EN FO RCEM EN T IN  IL LI CIT  DR UG AC TI VIT IE S

Section 1. Transfers to the Attorney General. There are hereby transferred from the  Secretary of the Treasury, the  Depar tment of the Treasury, and any other officer or any agency of the Departmen t of the Treasury, to the At torney General all intelligence, investigative, and law enforcement functions, vested by law in the  Secretary, the Department, officers, or agencies which relate to the  suppression of illicit traffic in narcotics, dangerous drugs, or marihuana,  except that the Secretary shall retain, and continue to perform, those functions, to the extent that  they relate to searches and seizures of illicit narcotics, dangerous drugs, or marihuana or to  the apprehension or detention of persons in connection therewith, at  regular inspection locations at  ports of entry or anywhere along the land or water borders of the United Sta tes : Provided, tha t any illicit narcotics, dangerous drugs, marihuana,  or related evidence seized, and any person apprehended or detained by the Secretary or any officer of the Depar tment of the Treasury, pursuant  to the authority  retained in them by virtue of this section, shall be turned over forthwith to the jurisdiction of the Attorney  General; Piovided further, th at  nothing in this section shall be construed as limiting in any way any authori ty vested by law in the Secretary of the Treasury, the Depar tment of the Treasury, or any other  officer or any agency of tha t Depar tment on the effective date of this Plan with respect to contraband other than illicit narcotics, dangerous drugs, and marihuana: and Provided further, that nothing in this section shall be construed as limiting in any way any autho rity the Attorney General, the  Department of Justice, or any other officer or any agency of tha t Departmen t may otherwise have to make investigations or engage in law enforcement activities, including activities rela ting to the suppression of illicit traffic in narcotics, dangerous drugs, and marihuana, at  ports of entry  or along the land and water borders of the United States.
Sec. 2. Transfers to the Secretary of the Treasury. There are hereby transferred to the Secretary of the Treasury all functions vested by law in the Attorney General, the Depar tment of Justice, or any other officer or any agency of tha t



Department, with respect to the inspection at  regular inspection locations at  ports of entry  of persons, and documents of persons, entering or leaving the United S tate s: Provided, th at any person apprehended or detained  by the Secretary 
or his designee pursuant  to this section shall be turned over forthwith to the jurisdiction of the Attorney General: and, Provided further, that  nothing in this section shall be construed as limiting, in any way, any other  authority tha t the 
Attorney General may have with respect to the enforcement, at ports of entry  or elsewhere, of laws relating  to  persons entering or leaving the United States.Sec. 3. Abolition. The Bureau of Narcotics and Dangerous Drugs, including 
the Office of Director thereof, is hereby abolished, and section 3(a) of Reorganization Plan No. 1 of 1968 is hereby repealed. The Attorney General shall make 
such provision as he may deem necessary with respect to terminating those affairs of the Bureau of Narcotics and Dangerous Drugs not otherwise provided for in this Reorganization Plan.

Sec. 4. Drug Enforcement Administration. There is established in the Departmen t of Justice an agency which shall be known as the  Drug Enforcement Administration, hereinafter  referred to as “ the Adminis tration.”
Sec. 5. Officers of the Administration, (a) There shall be a t the head of the Ad

ministration the Administrator of Drug Enforcement, hereinafter referred to as “ the Administrator.” The Adminis trator shall be appointed  by the President by and with the advice and consent of the Senate, and shall receive compensation 
at  the rate now or hereafter prescribed by law for positions of level II I of the Executive Schedule Pay Rates (5 U.S.C. 5314). He shall perform such functions as the Attorney General shall from time to time direct.

(b) There shall be in the Administration  a Deputy Adminis trator of the  Drug Enforcement Administration, hereinafter referred to as “ the Deputy 
Administrator,” who shall be appointed by the President by and with the advice and consent of the Senate, shall perform such functions as the Attorney General may from time to time direct, and shall receive compensation at the rate  now 
or hereafter prescribed by law for positions of level V of the Executive Schedule Pay Rates (5 U.S.C. 5316).

(c) The Deputy  Administrator or such other official of the Departmen t of 
Justice as the Attorney General shall from time to time designate shall act as Adminis trator during the  absence or disability of the Adminis trator or in the event of a vacancy in  th e office of Administrator.

Sec. 6. Performance of transferred funct ions, (a) The Attorney General may 
from time to time make such provisions as he shall deem appropriate authorizing the performance of any of the functions transferred to him by the provisions of this Reorganization Plan by any officer, employee, or agency of the Depar tment of Justice.

(b) The Secretary of the Treasury may from time to time make such provisions 
as he shall deem appropria te authorizing the performance of any of the functions transferred to him by the  provisions of this Reorganization Plan by any officer, employee, or agency of the Depar tment of the Treasury.

Sec. 7. Coordination. The Attorney General, ac ting through the Administrator 
and such other officials of the Depar tment of Jus tice as he may designate, shall provide for the coordination of all drug law enforcement functions vested in the 
Attorney General so as to assure maximum cooperation between and among the Administration, the Federal Bureau of Investigation, and other units of the  Departmen t involved in the  performance of these and related functions.

Sec. 8. Incidental transfers, (a) So much of the personnel, property, records, 
and unexpended balances of appropriations, allocations, and other funds employed, used, held, available or to be made available in connection with the  functions 
transferred to the Attorney General and to the Secretary of the Treasury  by this 
Reorganization Plan as the Director of the Office of Management and Budget shall determine shall be transferred to the Depar tment of Justice  and to the Depar tment of the  Treasury, respectively, at  such time or times as theDirector shall direct.

(b) Such further measures and dispositions as the Director of the Office of 
Management and Budget shall deem to be necessary in order to ef fectuate transfers referred to in subsection (a) of this section shall be carried out in such manner 
as he shall direc t and by such Federal agencies as he shall designate.

Sec. 9. Interim Officers, (a) The President may authorize any person who, 
immediately prior to the  effective date of this Reorganization Plan, held a position 
in the Executive Branch of the Government to act as Administrator until the office of Administrator is for the first time filled pursuant to the provisions of 
this Reorganization Plan or by recess appointment as the case may be.
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(b) The President may similarly authorize any such person to act as Deputy  
Administrator.

(c) The President may authorize any person who serves in an acting capacity 
under the foregoing provisions of this section to receive the compensation attache d 
to the office in respect to which he so serves. Such compensation, if authorized, 
shall be in lieu of, but  not in addition to, other compensation from the United 
States to which such person may be entitled.

Sec. 10. Effective date. The provisions of this Reorganizat ion Plan shall take 
effect as provided by section 906(a) of t itle 5 of the United States Code or on 
July 1, 1973, whichever is later.

Mr. Wiggins. And if the char t of the proposed new agency is 
available and has not  y et been made a par t of our  record, 1 request 
that  it also be included.

Mr. Rangel. So ordered.
[The char t referred to follows:]

UNITED STATES DEPARTMENT OF JUSTICE 

DRUG ENFORCEMENT ADMINISTRATION

Mr. Wiggins. A concluding comment, Mr. Chairman. I hope that  
Congress will n ot throw the baby out with the bathw ater. The reor
ganization is entitled to be judged on its merits as a useful tool in 
combating drug violations and its hiring practices and recruiting  
practices are obviously important and we should deal with that subject,  
but  it  is, in my judgment, no t a reason for rejecting what  would 
otherwise be a useful coordinating tool for combating this serious 
social problem.
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Mr. Rangel. Counsel.
Ms. Robinson. Yes, I do have a couple of questions.
You had indicated tha t your Deputy Director would be involved 

with the equal employment opportun ity program and I was wondering 
if you could just familiarize us with his background.

Mr. Ambrose. My Depu ty Director who is now doing it?
Yes, m a’am. He is the Deputy Special Assistant Attorney General. 

Prior to that—well, let me go back nrst.
His name is John R. Bartels, Jr. He is from New York. He is a 

gradua te of Harvard  Law School, served as Assistant U.S. A ttorney, 
southern distric t of New York, for some 5 years or so under Mr. 
Robert Morganthau, served as the first chief of the strike force in 
Newark, N.J., which I  think most of you realize was a rather  successful 
operation.

He served for a short period of time as counsel to Governor Rocke
feller’s committee for examination into the affairs of the city of New 
York and then has served since February or March of last year as 
Deputy Director of this organization.

Ms. Robinson. D o you have any way of estimating  the amount of 
time tha t i t would take, if the reorganization plan  does go in to effect, 
to develop the affirmative action program for the new agency?

Mr. Ambrose. I would hope to have it  developed before the agency 
went into  effect.

Ms. Robinson. So would tha t place its development within the 
timespan of, roughly, June 11 to July 1?

Mr. Ambrose. No. I do no t th ink i t is being developed righ t now. I 
think  tha t is exactly what I tried to say this morning, tha t we have 
actually had many working on this for some period of time. So the 
plan is being developed.

Whether it  will be finally completed, if that is your question, it would 
be somewhere between June 11 and July 1.

Mr. Rangel. Have you agreed on an Administrator?
Mr. Ambrose. I am not  at liberty  to involve myself—that  is a 

President ial appointment, Mr. Rangel. I do not think  I had better 
get involved in that .

Mr. Rangel. Is the President recruiting?
Mr. Ambrose. The Presiden t and his staff are actively looking for 

somebody to fill these slots.
Mr. Rangel. How many  slots will there be?
Mr. Ambrose. Three. Presidential appointees. Two in the ad

ministration and one in the D epar tmen t itself, the Assistan t Atto rney general’s spot.
Mr. Rangel. Has he got an Equal Employment Opportunity  staff adviser?
Mr. Ambrose. The President?
Mr. Rangel. Yes.
Mr. Ambrose. I  think you will have to ask him, Mr. Rangel. M aybe 

I should claim executive privilege.
Ms. R obInson. May  I  continue, please.
Mr. Rangel. Sure.
Ms. R obinson. I  have before me and have  furnished to the subcom

mittee  a one-page proposed affirmative action program for the Drug 
Enforcement Administration. You indicated that the plan is in the 
process of being developed and I am wondering if there is a written
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document more substan tial than what  we have in front of us now. If  
there is, can it be furnished to the committee?

Mr. Ambrose. No. I do no t know if we have any more substantial 
lengthy documents. I am not  really interested in lengthy documents, 
ma’am. I am interes ted in some action to get some agents into this 
thing and, frankly, I do not  real ly think we need any extensive plan, 
if you w ant my honest judgment about  it, and I  am sure you do.

I know what  we have to do if we are going to do it. We have to have 
a commitment to getting  these agents on board  and actively seeking 
them out and moving the  agents from schedule A—moving them on to 
the regular  roster , have them qualify.

Mr. Rangel. I thought you had a new schedule. I was going to 
check with  BN DD.

Mr. Ambrose. I  would like to make up a few new schedule.-.
Mr. Rangel. Schedule A has not proven too successful in this area.

I thought there was a new schedule.
Mr. Ambrose. I  do not  know why it has not. In years gone by in the 

Bureau of Narcotics i t was very successful. I  administered schedule A 
employment in the Depa rtment of the Treasury in the fifties and it 
was ve ry successful. T hat is when we had a substantia l number-----

Mr. Rangel. We go back to the same question as to who would be 
the Administrator.

Mr. Ambrose. Well, I  do no t know why it is no t successful. There 
may be a variety of reasons all of which aie  adequate, I do no t know, 
bu t I am sure tha t if we coupled the schedule A with the removal of the 
absolute minimum requ irement  of the college degree and the subs titu
tion of law enforcement experience, we can achieve the objectives tha t 
I am committed to.

Ms. Robinson. One final question I wanted to raise with you. You 
spoke of your lack of intere st in lengthy documents, which I  can cer
tainly  appreciate, and your interest in commitment and action. I be
lieve your statement before this subcommittee pledged a personal 
commitment, but  I am wondering whether or not at this time there is 
an institutional commitment as well.

Mr. Ambrose. I  think I just  mentioned a few minutes ago—I spoke 
to the Attorney General of the United States during the recess when 
the chairman and members of the committee were voting and he 
echoed the institu tional  commitment without any equivocation 
whatsoever. His point was again, however, as to specific items that 
have to be done, he did not think it would be appropriate  for him at 
this time as in effect a lameduck to commit his successor, bu t t ha t he 
is making arrangements  for me to see his successor, and maybe we 
can get tha t kind of a commitment out of him if he so chooses or at 
least anticipate or hopefully anticipate that  we may be able to get 
it out of him when he is nominated and confirmed—or confirmed; he 
has been nominated.

Ms. Robinson. Thank you.
Mr. Rangel. Mr. Wiggins?
Mr. Wiggins. No fu rther questions.
Mr. Rangel. I s a career board  included in the new setup?
Mr. Ambrose. It  is one of the things that  we have to—there wall 

be a career board. There will have to be a career board.
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Mr. R angel. Will there be minorities included on the career 
board?

Mr. Ambrose. I do not  know if—I think it  is one of the things 
that  Mr. Bartels spoke to me about, Mr. Rangel. I do no t know 
whether we can say specifically t ha t there will be minorities—we get 
into a real quota  problem there.

Mr. Rangel. Will there be blacks on the board?
Mr. Ambrose. I do n ot know. I  really do not know whether there 

will be a t this point because there is no way of saying there will or will 
not  be.

Mr. Rangel. I want  to than k you on behalf of the  subcommittee. 
Your answers certainly  did not  come as a surprise to me, since you 
have actively and vigilantly fought for the  righ ts of all people in your 
long histo ry of public service and we hope, and I know you do, tha t 
your suggestions will be well received by whomever the administrator 
is. Again, I cannot overemphasize the suggestion made by Congress
man Wiggins that  if there is any legislation that you find would be 
helpful in reaching the goals which we wa nt the new organization to 
reach, certainly we would welcome them. Also, any statements from 
the administration in support of your testimony here today will assist 
us in terms of supporting the program.

[The prepared stateme nt of Mr. Ambrose follows:]
Statement by  Myles  J. A mbrose

Mr. Chairman and distinguished members of the subcommittee, I am pleased to 
have this opportunity  to test ify toda y about proposed DE A equal employment 
goals and programs. As you m ay well know, this area of narcotics law  enforcement 
is somewhat unique in terms of its need for resourceful, effective programs for 
equal employment opportunity.  Naturally,  those of us in the narcotics field wish 
to do everything possible not only to conform with existing legal mandates con
cerning minority opportunity, but also to carry these e (forts beyond mere 
legal mandates where possible. A compelling factor is the purely practical neces
sity  for us to take affirmative measures to ensure that the ranks of narcotics 
enforcement personnel include sufficient numbers of minority group members to  
wage an effective war against the drug menace.

It  is an accepted fact, and well known, that a substantial number of narcotics 
law violators come from minority communities across the country.  It  is an equally 
accepted fact  tha t it is these very minority communities— the men, women and 
children living and working there— who most feel the consequent social costs th at 
hard drug addiction and trafficking breed.

We must depend on minority  communities in a number of ways if we are going to 
solve the problem of drug abuse— and we are. We must recruit agents from mi
nority communities a t a greater rate than we have been. We must appeal to the 
communities themselves to help us in our mission— and what better way to 
demonstrate our good faith  in this regard than in vigorous minority recruitment 
programs.
^Additio nally , as a purely practical  matter, we need to have substan tial numbers 
of investigative personnel from these same minori ty groups if we are going to be 
able to effect ively infiltrate distribution organizations and build successful cases 
against  their members.

Let  me emphasize that I am personally pledged to see in planning the transition 
to the new Drug Enforcement Administration, that from its inception it  will be 
armed with effective  programs for minority employment and promotion. My 
deputy director at DA LE, John R . Bartels, Jr., has been given this responsibility 
as our planning goes forward, and has been doing precisely that as the program 
take s shape.

Without  being critical of previous efforts, I am not at all satisfied with our 
progress in this area to date. I understand tha t the Subcommittee has been 
provided copies of current equal employment opportunity statis tics and affirmative 
action programs for BN DD , DA LE , and ONNI. These programs have been
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somewhat successful, but we plan to see that  more is done through the new 
Administration.

The first step in this direction is to place the responsibility for minority oppor
tunity under the direct jurisdiction of the administrator. Until we have effective 
recruitment programs in operation throughout the country, and a sufficient 
number of minority supervisory personnel in the regional offices, these matters 
should be handled through headquarters, by personnel reporting directly to the 
administrator.

In terms of actual recruitment programs, we are looking into numerous possible 
approaches during the reorganization period and the period of initial operation 
of the Drug Enforcement Administration:

We have asked numerous enforcement officials to identify minority enforce
ment personnel within their jurisdiction who might be suitable for advance
ment to agent positions;

We are investigating the possibilities of an activ e college recruitment 
program, as well as the possibility of substituting the college degree require
ment with a given number of years of police service, for instance, for those 
who did not have the opportunity to go to college;

We are maintaining active  liaison with the Law Enforcement Assistance 
Administration, which has funded numerous minority recruitment programs 
for state  and local governments, to find out the kinds of such programs that 
are meeting with success;

We are developing lists of possible contacts in educational institutions 
with large numbers of minority students, community organizations specializ
ing in minority affairs, and other minority oriented groups which could 
assist in recruitment of minority personnel.

In short, DEA will be firmly committed not only to fulfilling the letter  of the 
law, but its spirit as well; not only to a policy of non-discrimination, but to 
positive  action for minority opportunity, and not only to support for the items 
noted in the proposed Affirmative Action Program, but to exploring any and all 
innovative programs which might aid DE A in attaining full equal employment 
opportunity status as soon and as expeditiously  as possible.

This concludes my statement, Mr. Chairman. I shall be happy to answer any 
questions which members of the Committee may have.

Mr. Rangel. We are abou t to conclude unless the Congressman 
has any questions.

Mr. C onyers. Mr. Chairman, I do not have any questions. I  thank 
you very much for permitting  me to join this distinguished subcom
mittee.

Mr. Rangel. Then the subcommittee  will stand in recess until 
such time as the Chairman calls it into session.

[Whereupon, at 12:50 p.m., the subcommittee was recessed, sub ject 
to the call of the Chair.]

[Subsequent to the recess of the subcommittee, the following letter 
was received pertaining to testimony at p. 82.]

Office of the Attorney Gene ral ,
Washington , D.C ., M ay  16, 197S.

Hon. Charles  B. R angel,
Ba nkruptc y and  Civil Righ ts Oversight Subcommittee of the Judic iar y Committee, 

House of Representatives, Wash ington, D.C.
D ear  M r. R an gel: I have reviewed with Myles J. Ambrose, Special Assistant

Attorney General, the concerns of the Civil Rights Oversight Subcommittee 
which were expressed during the proceedings on May  10, 1973. I am pleased to 
affirm that  it  will be the policy of the Department  of Justice to seek every possible 
means to increase significantly the number of Black and other minority group 
agents employed by the proposed new Drug Enforcement Administration. This 
is a compelling objective which is an absolute necessity in order to insure th at the 
ranks of narcotics enforcement personnel include sufficient numbers of minority 
group investigative agents to carry out effective programs.
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As Mr. Ambrose testified, the  tran sitiona l planning  includes the  developm ent 
of programs to achieve this object ive. For example, we are  considering th e sub sti
tut ion  of enforcement experience for some of the  more trad itio nal  educationa l 
requirements, and  placing the  responsibility  for implementa tion of min ority 
recruitment programs directly upon the  Adm inis trator and  his Deputy.  We are 
examining any legal impediments which may be sub ject to correction eith er by 
legislation or action of the  Atto rney  General. We are  also mainta inin g and de
veloping liaison with  mino rity-oriented  groups which may  be of assis tance in 
identification and rec ruitment of minor ity age nt personnel .

I have  reviewed this policy with  Atto rney  General  Designate Rich ardson, 
and I am pleased to report th at  he has indicated his own commitmen t to and 
suppor t of this policy. He has sta ted  tha t, sub ject  to  his confirmation as Attorn ey 

■ General, he is p repared to tak e steps  of his own to see th at this  policy is imple
mented.

Sincerely,
R icha rd  G. K lein d ie n st .





APPENDIXES

App en dix  1
Proposed Affirmative Action Program for DEA

• As a bureau, DEA will be required to develop an EEO program including:
1. Selection of full-time positive EEO action coordinator.
2. Development of formal EEO plans of action.
3. Designation of an EEO officer and a sufficient number of EEO counselors
4. Designation of Federal Women’s Program coordinator.

* 5. Designation of a coordinator for the 16 Point  Program for the Spanish Speaking.
6. Partic ipation  in the Department’s personnel and EEO evaluation program.
7. Participation in  the Departm ent’s tra ining and employee development programs.

The DEA EEO program, like those of the other  bureaus will speak to the 8 
positive action areas outlined by the Civil Service Commission and the Departm ent.

As the largest organization affected by the proposed merger, BNDD’s EEO
Erogram will probably  serve as a base for development of the DEA program.

loth ODALE and ONNI are currently a part  of the EEO program for legal and  
admin istrative activities.

<»>



A pp en dix  2
BACKGROUND INFORMATION FOR MINORITY GOALS ESTABLISHED FOR CY 1973
I. Recruitment Goals

Special Agents
Pro ject  103 addi tional special agent minority members tha n were on-board 6/30/72 for a total  of 213.
Already hired  29 in Class #26 and #27.
Mu st hire  74 more by 12/31/73.
Budget calls for 350 positions in  FY-74.
Es tim ate  thre e classes by  December 31, 1973 tota ling  175 agents. The  projection  is for 74 or approxim ately  4 2% to be minorities.

Compliance Investigators
Pro ject 50 additional compliance investiga tor minority  members .
Budget calls for 66 in FY -73  and 69 in FY -74  for  a  tota l of 135.
Es tim ate  is for 101 total hires by 12/31/73.
Projectio n is for  50 of th e total  h ires to be minorities.

Chemists
Pro ject five addit ional  chemis t minority  members .
FY -74 budget calls for 22 positions.
Es tim ate  a tota l of 11 tota l hires b y 12/31/73. Five  should be minori ty members. 

Clerical
Pro ject 70 addi tional clerical min ority members in the series specified.FY -73  budget  calls for 22 positions and  FY -74  budget calls for 239.Exp ect 142 tota l hires  by 12/31/73. Approximately % or 70 should  be minority members .

Professional! Technical
Project  12 add itional professional /techn ical h ires in the series specified.
FY -74 bud get  calls for 70 p rofess ional/technical positions.
Expect 35 tot al  hires by 12/31/73. Twelve of these should  be m inority  members.

II . Occupational Minori ty Goals
Series selected  have none  or a  rela tively low number of minority  group members.Current percentage of re presentation is 8 .5%.
Goals estab lished will raise this to 13.1.

II I.  Grade Level Goals
Promotion plan calls fo r a total  of 316 p romot ions from GS-7 thro ugh  GS-12 and 120 promotions projected for GS-5 and  below.
Increase of 120 minority  re presen tation in grades GS-1/5 is based  on 70 clerical and  50 compliance investigato r new hires.
Significant figure is 120 increase  in population between GS-6/12 grade range.With  12 professional/technical, 5 chemists and  74 specia l agents  for  a total of 91 new hires in the  GS-6/12 grade range, this means  we expect 29 promotions  from the  GS-1 /5 to the  GS-6/12 grade range.

IV. Hiring Goals by Geographic Area
Based on  regional configura tion, AD MP  feels t hat  th e Regional area  comprised of New York, Philade lphia, Chicago, and  De tro it should  be responsible for recrui ting  60% of the  total min ority members hired; New Orleans, Baltimore and  Miami area for 20%; Los Angeles, Denver, and  Dallas area  for 15% an d Seattle and Kansas City area  for 5%.

(92)
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V. Although we established overall rather than  individual minority group mem
ber goals, for purposes of the DOJ submission, it is expected that ADMP will 
establish individual minority group member goals which will be maintained in
ternally

The objective of the overall goals was to have 20% tota l minori ty group member 
representation in BNDD by 12/31/73. Current representa tion is 11.8.

Attached is a statistical summary of th e analysis of minority employment in 
BNDD as of 6/30/72.

Further in-depth analysis is required to determine specific problem areas by 
organizational units.

MINOR ITY EMP LOY MENT AS  OF JU NE  30.1 972

Number Percent

Blac k......................
Spanish-s urna med  
American In di an .. 
Oriental..................

Total ...........
Total  employment.

237 9.9
69 2.39
5 .02

10 .04

321 11.8
2,72 3 ...........................

EM PLO YM ENT BY  GRA DE

GS- 1/5 GS-6/1 2 GS-13/15 GS-16/18

Bla ck ......................................................................................... 115 91 17 0
Spa nish -surname d................................................................... 12 39 18 0
American Ind ian ....................................................................... 1 3  0 1
Oriental.....................................................................................  1 7  2 0

To ta l..............................................................................  129 140 37 1

Total employm ent.................................................................... 625 1,554 493 12
Percen t......................................................................................  20 9 8 8

EMPLO YM ENT  BY  S ER IE S

Cler ical 203,
301 ,30 5,3 12,
31 6,3 18 ,32 2,

1531

Adm inist ra- 
tive/profes- 
sional 201, 

510 ,34 1,9 05

Black................................................................................................................................................
Span ish-surn ame d..... ............................... ................................................ ................... ................
American  Ind ian ..............................................................................................................................
Oriental.............................................................................................................................................

I l l  2
18 1
0 ...........................
3 ...........................

Total ...................................................................................................................................... 132 3

Total employment. 
Perce nt..................

703 65
18.7 4. 6

9 7 -7 8 9 — 7; -7



Action item

A p p e n d ix  3
BNDD EEO AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973

Responsible official (s) Target date

I. Organization and adm inis trat ion:
A. Assign at least 1 ADM fu ll- tim e employee to

the development of positive  EEO programs.
B. Develop an EEO Regional Plan of Action for

each domestic regional office. Local plans 
will  include approp riate action items from  
the Department national and regional plans 
as well as from the Bureau's national plan.

C. Conduct a semiannual review of the man-year
resources being devoted to  the EEO pro
gram, especially counseling and comp laint 
resolu tion, recruiting and upgrading women 
minorit y employees, motiv atin g supervisors 
and program development and evaluation.

D. Designate.............................................................

Bureau Personnel Officer................................ May 1,1973.

Regional Adm inis trative  or Personnel Offi-  June 1,1973. 
cers.

EEO Officer........................................................ May 1,1973,
Nov. 1,1973.

1. 4 employees to serve as Headquarters
EEO Counselors.

2. 2 employees to serve as princ ipal  and
alterna te representatives to the 
Federal Women's Program Com
mittee.

3. 1 employee to serve as the bureau
16-pt. program coordinator.

E. Designate.............................................................
1. A minimum of 2 employees to serve as

par t-tim e EEO Counselors in each 
region. Chief chemis ts will  desig
nate 1 employee to serve as part- 
time EEO Counselor.

2. 1 employee to serve as the Federal
Women's Program Coordinator.

3. 1 employee to serve as the 16-pt.
program coordinator.

II . Recruiting and selection:
A. Continue to seek women and minority app li

cants in accordance wi th established nu
merica l guidelines.

B. Collect and analyze data reflecting employ
ment of women end min orit ies  and fu rnish 
progress reports to the Bureau Direc tor 
and the Department Director of Personnel 
and Train ing. Reports will  analyze the 
effectiveness of posit ive actions taken to 
rec ruit  and promote women and minorit ies.

C. Review changes in employment of women
and minorit ies  and take aporopriate action 
to stimulate recruiting effor ts and/or  to 
revise numerical guidel ines. Designated 
Bureau officials wi ll not ify the Department 
Director of Personnel and Tra ining of 
changes in  existing guidelines.

D. Develop or review, and imelement regional
recruiting plans. Revised plans will include 
numerical goals for  each occupational 
category for which recruitment will be 
undertaken during calendar year 1973. 
ADMP will provide a numerica l rec ruit 
ment target by min ori ty group for  special 
agent, compliance inves tigator and chem ist 
positions. The Personnel Officer will  
mon itor progress against recruitm ent  tar
gets. Recru iting plans w ill  also include:

Director.............................................................  May 1 ,1973,
and NLT 10 
days a fter 
vacancy 
occurs.

Regional Directors, Chief Chemists............ May 1, 1973.

Bureau Personnel Officer, Regional Direc- Dec. 31,1973. 
tors,  Chief Chemists, and of fice heads.

Bureau Personnel O ff icer ..______ _______ 20 days after
,  publication

of qua rter ly 
report on 
employment 
of women 
and
minorities.

EEO Officer............................................ ............ Do.

Regional Ad min istra tive  or Personnel O ffice r. June 1, 1973.
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Action item

95
BNDD EEO AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973-Continu ed

Responsible official(s ) Target date

II . Recru iting and selec tion—Continued
D. Develop or review, etc.— Continued

1. Schedule lis ting ind ividuals fo r con
tinuin g recruitment relationships 
and on-campus vis its  to schools 
with predominantly  minority  group 
or female enrollm ent  to rec ruit  
undergraduate students for  profes
sional positions, e.g .,S /A, Chemist, 
Compliance Investiga tor.  Names of 
schools and dates should be lis ted.

2. Names of minority  and female pro
fessional staff members who will  
comprise part  of the recruit ing  team 
vis itin g colleges,

3. Responsible offi cia l for prov iding
min ori ty and women staff  members 
with app ropr iate notices to the ir 
alma maters.

E. Designate a Regional Recruitment Officer and
prov ide tra inin g on recru iting methcds and 
techn iques with emphasis on min orit y re
cru itment .

F. Analyze minority  and women employment
situation and compile  s tatis tics from  which 
month ly EEO personnel repor ts will  be 
made. (Form being developed for  report ing 
purposes.)

G. Document reasons fo r nonselecting min orit y
and women applicants and subm it records 
to regional personnel officer.

H. Establish a cooperative education program in
each region and laboratory.  Select students 
interested in permanent employment as 
special agents, chemists,  compliance in 
vestigators and in paraprofessional posi
tions. (A t least 1 temporary position will  be 
made available per regional and laboratory 
office by Controller.)

II I.  Full uti lizatio n of employee sk ills:
A. Review data from the  Juniper  System com

paring employees' grade levels and educa
tional level fo r all employees GS-7 or equiv
alen t and below and ide ntif y employees 
whose sk ills  appear to be underu tilized or 
nonutilized.

B. Submit to the Department Direc tor o f Person
nel and Train ing a plan for bet ter  util izing  
the  sk ills  of employees identif ied in (A ) 
inc luding timeta ble  fo r implementat ion of 
the  plan.

C. Submit to the Department Direc tor of .
Personnel and Training semiannual 
progress reports on implementation of em
ployee utilizat ion plan.

D. Describe and publish the services offered .
by ADM to employees for establ ishing 
and reaching career goals and public ize 
them together wi th the name, room and 
telephone number of each specialist in 
the personnel office responsible for pro
vid ing  career counseling services.

E. Review data provided by Bureau Head
quarters comparing employees' grade 
levels  and education levels and identif y 
employees who sk ills appear to be under
util ized or nonu tilized. Establish schedule 
to inte rvie w both the employee and super
visor to ascertain if  the employee is e ithe r 
underutilized or in a dead end position.  
Main tain record of results of interviews.

F. Establish rotation plan for  cross tra ining
ind ividuals who are in dead end positions 
so as to improve their  opportunities for 
reassignment or promotion.

G. Establish policy of automatic consideration
of employees identif ied as being under
ut ilized  for any vacancies tha t occur to in 
sure these employees are not overlooked.

H. Describe and publish the services offered
wi th in the region and laboratory  to em
ployees fo r cat eer and guidance.

Regional Ad minis tra tive  or Personnel Offi-  June 1,1973. 
cer—Continued

Regional Directors............................................ May 1, 1973

Regional Personnel Of ficer. ...................... .. Do.

Al l offic ials wi th selection au thor ity ...............NLT 2 days
after  inte r
view is con
ducted.

Regional admin istrative or personnel of-  May 1, 1973. 
ficer Chief  Chemists.

Bureau personnel o f fi c e r .. .. ._________ _ March 1 ,1973,

.do................................................................ May 1, 1973.

. . .  do............................................................... Semiannually ,
beginning 
Oct. 1, 1973.

. . . .  do...............................................................  May 1,1973.

Regional personnel officer.............................. Mar. 15, 1973.

Regional adm inis trative  or personnel Mar. 30,197 3 
officer.

Bureau personnel officer________________May 1 ,1973.

Regioral adm inis trative  officers,  chief Do 
chemis ts.



Action item

BNDD EEO AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973-Continued

Responsible offic ial(s ) Target date

IV. Enhancement of employee sk ills :
A. Consider and, if  feasib le, imp lement  pro

grams prepared by the  Department to pro
vide  avenues for employee development.

B. Assure tha t goals of the public service careers .
program are met, including tra in ing f or  23 
upgrade component par ticip ants  dur ing 
fiscal year 1973.

C. Document speci fic act ions to correct  ident ified
deficiencies in employees’ performance 
through train ing , counseling, or other efforts.

D. Insure at time of monthly  evaluation tha t .
employees are aware and avail themselves 
of courses offered by CSC and other  agen
cies designed to improve their wo rk per
formance  or to gain new sk ills  which can 
qual ify  them for higher graded positions.

E. Prior  to fina l approva l review all tra ining  re
quests to  insu re that  fu ll cons ideration is 
given to minorit ies and women in executive 
tra in ing such as attendance at Executive 
Seminars Centers and Federal Executive 
Insti tute .

V. Tra ining, advice,  incentives:
A. Quarterly review EEO act ivity  repor ts inc lud 

ing statist ica l data from  the semiannual 
minority  group employment census to de ter
mine if  supervisors are elig ible  fo r EEO 
achievement awards.

B. Evaluate the effectiveness of  EEO tra ining  be
ing given to superv isors and managers and 
discuss results with  EEO Officer and Person
nel Officer.

C. Quarterly review each record of investigation
and hearing on complaints of d iscr iminat ion 
originating wi th in the  Bureau to determine 
if  add itional EEO tra ining  is indicated fo r 
ind ividual supe rvisors or groups of supe r
visors or fo r entire organizations and recom
mend app ropr iate tra ining  to Assistan t Di
recto r for  Tra inin g.

D. Issue inst ructions to Regional Directors,
Chief Chemists and office heads and provide 
specific and pract ical guidance on methods 
to create upward mobili ty fo r employees 
with potential  f or  fu rth er  advancement.

E. Establish rea listi c and fa ir cri ter ia fo r evalu
ating supervisory performance in EEO.

F. Require all supervisors receive tra ining  to
give them understanding of and sen sitiv ity 
to the objectives of the EEO program and the  
needs and aspirations of ind ividual em
ployees. At  min imum, supervisors will  
attend the CSC course “ Supervisors Role in 
EEO” .

G. Require the Federal Women’s Program Co
ordinators attend the  CSC course “ EEO for 
Federal Women’s Program Coordinators” .

H. Analyze promotions,  training, awards, and
other personnel actions by minority  group 
and sex to ascertain disparit ies and take 
corrective steps. Special consideration 
should be given to situa tions  where actions 
on minorit ies does not measure up to poten
tia l represented on the work force.

I. Develop and implement an orien tation and
tra ining  program in personnel adm inis tra
tion  for EEO program staff persons.

VI . Community act ivities:
A. Ide nt ify  Bureau min ori ty and nonminority

representatives who wish to part icipate in 
min orit y group conferences and act ivities, 
e.g., Black Expo, drug abuse programs, 
etc., and establish schedule for vis its  to 
min orit y and women's organ izations in the 
community.

B. Ide nt ify  and advise minorit y colleges of the
names of employees who are available as 
lecturers or who can provide counse ling to 
their students.

Bureau personnel officer ...................... .......... Aug. 1,1973.

.do. June 30, 1973.

Performance rat ing o ffic ials .............................

.do.

NLT 10 days 
after the 
close of each 
month.

May 10,1973, 
and by the 
10th of each 
month 
thereafter .

Regional Directors, Chief  Chemists,  and 
office heads.

Mar. 15, 1973 
and con tinu
ing.

Bureau Personnel Officer.................................  Mar. 31, 1973,
June 30, 
1973, Sept. 
30,1973 , 
and Dec. 31, 
1973.

Ass istant Director for Train ing .......................June 30, 1973,
Dec. 31, 
1973.

EEO Office r........................................................  Mar. 31, 1973,
June 30, 
1973, Sept. 
30,1973, and 
Dec. 31, 
1973.

Bureau Personnel Officer.................................June 30 ,19 73 .

____do................................................................  May 1, 1973.

Bureau Personnel Officer, Regional Ad-  Dec. 31, 1973. 
min istrativ e or Personnel Officers,  and 
Chief Chemists.

EEO Officer and Regional D irectors.................Aug. 31, 1973.

Regional Directors............................................  May 5 and by
the  5th of 
each month 
the reafter .

Bureau and regional personnel officers____ Aug. 1, 1973.

EEO officer, regional personnel o ff ic e rs .. ..  May 1,1973 .

.do. Do.
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BNDD EEO AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973 -Continu ed

Action item Responsible off icia l(s) Target date

VI.  Communi ty ac tiv ities— Continued
C. Update fa ir housing info rmation maintained Bureau and regional personnel officers......... At  t ime  offer

in each personnel and adminis trat ive of fice let ter is
and prov ide needed info rma tion  to em- sent or
ployees in advance of th ei r entrance-on- sooner,
duty.

V II . Program assistance and evaluation:
A. Meet per iodica lly wi th EEO Action plan co- EEO of ficer........................................................ Sept. 30, 1973,

ord inators  to review progress on action and quar-
plan items and to resolve problems which terly  there-
may exist as well as to  exchange and ex- afte r,
plore new ideas to furth er  the EEO program.

B. Prepare and submit  EEO Action Plan evalua- Regional Adm inistrative Officers.....................Feb. 1,1973.
tion  rep ort  to CSC w ith  copy of the annual 
EEO Af firm ativ e Action Plan.

C. Prepare annual EEO program evaluation EEO O ffice r........................................................  Dec. 31,1973.
report  which w ill  be distr ibu ted  to all 
Regional Directors and office heads.

V II I.  Discrim inat ion com pla int processing:
A. Notify  employees of names, rooms and EEO Officer , Regional Personnel Officer.......... Within 10

telephone numbers of the  EEO Counselors days of
serving  thei r organ izations. change.

B. Review promp tly the action taken on each EEO O ffi ce r. ......................................................Wi thin  15
forma l com pla int of dis crim ina tion  and days after
make rep ort  to Bureau Director.  investigation

is com
pleted.

C. Authorized offic ials w ill  receive and forward Regional Directors,  Chief  Chemists,  EEO Upon rece ipt 
complaints im mediately  to the  EEO Officer.  Off icer, and Federal Women's Coordina

tors .
IX . Special action programs:

A. Recruit and consider mino rity group  and Regional Personnel Officers, Chief  Chemists . June 1, 1973.
women applicants fo r such programs as:
Neighborhood Youth Corps, work incentive 
programs,  etc. Numerical hi ring goal 
should be established.

B. Provide tra in ing for supervisors of sum m er.........do.................................................................June 1,1973.
employees to acquain t them wi th th 
objectives of  summer employment pro
grams and app ropr iate work assignments.



App en dix  4
U.S. Customs Principal Field Offices Covered

Customs Region I,  Boston, Mass.; Regional Counsel, Boston, Mass.; Customs Agency Service, Dis tric t No. 1, Boston, Mass.; Customs Agency Service, Dis tric t No. 20, Buffalo, N.Y. ; and Regional Director,  Security and Au dit , Boston,  Mass. 

JULY 1, 1972 THROUGH JUNE 30,1973

EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PLAN

OBJECTIVE I :  TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE BUREAU IN A POSITIVE AND EFFECTIVE 
MANNER

Action Responsible o ffic ial(s) i Targe t date

1. Our Action Plan w ill  be revised and subm itted annually. EEOO Personnel Officer...................................May 2,1973 .2. The wo rk force will be reviewed and if  underut iliza - Personnel Officer, EEOO.................................. Apr. 30,1973.tion of minority  group and female  employees exists, 
goals and timetables w ill  be established to provide 
upward mobilit y.

3. Policy statement will  be issued annually supporting  Regional Commissioner...................................... Ap ril 1973.EEO program.
4. Seminars will  be conducted to info rm employees Tra ining Officer, EEOO__ _____ _________  Do.(mostly  supervisors and managers)  of curre nt  EEO 

responsibili ties, existing problems and methods 
avai lable  to solve such problems.

5. Adv isory Committee wi ll meet month ly to discuss EEO Personnel Officer, EEOO................................... Doprogram, exchange views, and bring to the attention 
ot the EEOO any problem that  migh t exis t.

6. EEO Counselors sub mit  to Regional EEOO narrative EEOO, EEO Counselors.................................... Quarterly
repor ts on the cases handled and a synopsis of the beginningproblems of the EEO Counseling Reports to the Re- Oct. 24,gional EEOO, who submits such reports to the EEOO, 1972.Bureau Headquarters.

7. Allocation of EEO staff (see attachment No. 1)................. Principal Field Officers.................................. .  November
1972.8. Dollar outla y f or  EEO program (see attachment No. 1)______ do......... ......... ......................... ...................  Do.9. Review qualifications of employees working on EEO EEOO.................................................................. Do.program, fu ll and par t time . Cert ify tha t such ind i- 

viouals are fu lly  qua lified according to the  qua lifica
tion  standards (see at tachment No. 2).

10. Submission  of schedules of seminars to EEOO, Bureau Train ing Officer, EEOO ...................................Apri l 1973.Headquarters.

OBJECTIVE I I:  TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB 
CANDIDATES FROM ALL SOURCES

1. The following  new contacts will  be established:
a. I n Boston, Cardinal Cushing Center fo r Spanish-

Speaking People, the Urban League, Concen
trated Employment Programs, Neighborhood 
Youth Corps, and National Organization of 
Women.

b. In Buffa lo, the Urban League, Concentrated Em
ployment Programs, Neighborhood Youth 
Corps, National Organization of Women, Wel
fare Rights Organizat ion, Women’ s Equity 
Action League, State of New York Work In
cent ive Program, Puerto Rican Cultura l Soci
ety, Westside Center (Puerto Rican), Eastside 
Center  (Black) , Buffa lo Research and Planning 
Council, and Afro -Am erican Police Associa
tion.

Footnotes at end of table .

Dis tric t Direc tor, Personnel Officer, Federal Apr . 30, 1973. 
Women’s Program Coordinator, EEOO,
EEO Counselor, Spanish-Surnamed Coor
dinator.

Dis tric t Direc tor, Personnel Officer, EEOO, Do.
EEO Counselor, Federal Women's Pro
gram Coordinator, Spanish-Surnamed 
Coordinator, Chairlady, Buffalo Dist rict ,
EEO Committee.



k

99
EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PL AN -Con tinue d

OBJECTIVE I I:  TO INSURE THAT RECRUITMENT ACTIVIT IES ARE DESIGNED TO REACH AND ATTRACT JOB 
CANDIDATES FROM ALL SOURCES-Continued

Action Responsible official (s) > Target date

2. Maintain existing cont racts  w ith  the following groups:
a. In Boston, NAACP, ABCD, National Alliance for

Businessmen, Boston University, North
eastern University, Suf folk  University, Wi l
liam s College, Civ il Service Commission, Fed
era lly Employed Women, University  of 
Massachusetts  (Boston and Am herst j, and 
Newton College of the Sacred Heart.

b. In Buffalo, NAACP, Civil  Service Commission,
Federally Employed Women, State University 
of New York at Buffalo, Canisius College, and 
Niagara University.

c. In Maine, at the University  of Maine Branches
in Port land,  Orono, Presque Isle, Machias, 
Augusta, Bangor, Farmington and Fort Kent;  
and the Maine State Employment Division.

d.  In Ogdensburg ,Sta te University  of New York a t
Pla ttsburgh; State University  at Potsdam; 
Clarkson Un ive rsi ty:St . Lawrence Universit y; 
Ag ric ult ural and Technical College, Canton; 
and Chie f Joseph, Mohawk Ind ian Tribal 
Council.

e. In Connecticut, Fairf ield University , Quinn ipiac
College, and New Haven College.

f.  In Rhode Island,  Providence College, Brown
Universit y, and Rhode Island College o f Edu
cation.

g. In Ve rmont,S t. Michae l's College, Tr in ity  Col
lege, University  of Vermont, Champlain Col
lege, Johnson State College, and Vermont 
Employment Se curity Office.

3. Part icipate in Job Fairs and Career Days, and other
act ivities which w ill  help to info rm minority  groups 
and female candidates o f employment opportunities . 
Part icipa tion has taken place at the follo wing lo
cations

Boston University, Boston, Mass.
Will iams College, Williamstow n, Mass.
University of Massachusetts (Am herst) .
Careers Exposition, Hynes A udi tor ium, Boston.

4. Continue efforts to rec ruit  Spanish-surnamed persons.
To date, we have contacted a Catholic  priest , who 
works very closely with a group o f Spanish-surnamed 
people who presently reside in the Cambridge area. 
He has been contacted regarding possible employ
ment for  members of his group. We have provided 
informa tion to him as to the type of positions in the 
Customs Service and the qua lifications requ ired for  
such positions. We have furn ished info rmation on 
how to qualif y fo r Civ il Service posi tions including 
test requirements. I none case, we provided a referra l 
of his with  occupational counseling.

Have made several requests to the State of  New York’ s 
Work Incentive Program A dm inis tra tors fo r Spanish- 
surnamed individuals.

Our add itional effor ts in th is area w ill  cont inue along 
the same line.  We intend  to contact the  Cardinal  
Cushing Center fo r Span ish-Speaking People in  the 
Boston area, and any othe r groups which come to 
our  atten tion in our endeavors to rec rui t Spanish- 
surnamed people, such as Puerto Rican Cultural 
Society, Westside Center (Puerto  Rican), Eastside 
Center (B lac k),  and the  Buffa lo Research and Plan
ning Council.

5. Ide nt ify  seasonal needs in terms of the number of
Customs Inspectors , Min iste rial  Aids, and Clerk- 
typ ists  requ ired to supplement regular work force. 
Goal is to hire  3 minorit ies  and 7 females.

6. Make a special effo rt to info rm Spanish-surnamed and
other minority  group veterans of the  ava ilab ility  
of noncompetitive appo intments  for  Vietnam era 
veterans, including GS-5 level.

Footnotes at end of table .

Dis tric t Direc tor, Personnel Officer, EEOO, Apr. 2, 1973. 
EEO Counselor, Federal Women's Pro
gram Coordinator, Spanish-Surnamed 
Coordinator.

Dis tric t Director, Personnel Officer, EEOO, Do. 
EEO Counselor, Federal Women’ s Pro
gram Coordinator, Spanish-Surnamed, Co
ordinator,  Chairlady, Buffalo,  D istr ict  EEO 
Committee.

Distr ict  Direc tor, Personnel Officer, Place- Do. 
nient Officer, EEOO, EEO Counselor, Bos
ton, Port Directo rs.

Di st ric t Directo r, Personnel Officer , EEOO, Do. 
EEO Counselor, Buffalo, Placement Of
ficer, Port Directors.

Distr ict  Director,  Personnel Officer , Place- Do. 
ment Officer, EEOO, EEO Counselor, Bos

ton , Port Directors.
Distr ict  Director , Personnel Officer, Place- Do. 

ment Officer , EEOO, EEO Counselor, Bos
ton.

Distr ict  Directo r, Personnel Officer , Place- Do. 
ment  Officer , EEOO, EEO Counselor, Buf
fa lo,  Port Directors.

Dis tric t Director , Boston, Personnel Officer, 
Placement Officer, EEOO, EEO Counselor.

Dec. 1,1972 .

Dist ric t Director, Boston, Personnel Officer, Apr. 2, 1973. 
EEOO, EEO Counselor, Placement Officer, 

Spanish-Surna.ned Coordinator .

Assistan t Regional Commissioners, Dis- Apr . 30, 1973. 
tr ic t Directors.

Principa l Field Officers, Personnel Officer, Feb. 28, 1973. 
Distr ict  Di rectors,  EEOO, EEO Counselors.



EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PL AN -Con tinue d 
OBJECTIVE I I:  TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB 

CANDIDATES FROM ALL SOURCES-Continued

Action Responsible off icia l(s) Target date

7. Establish Co-op Work Study  arrangements fo r place
ment of minorit y and female students. Goal w ill  in 
clude 2 min orit y and 1 female students.

8. Increase Customs part icipation in special employment
and enrol lee programs intended to improve oppor
tun itie s for  the economically , educationally,  and 
physically  disadvantaged. Goal is to exceed the 3 
fema les hired under the back-to-school  program in 
fiscal year 1972 for a tota l of 8 in fiscal year 1973, 
inc luding 5 females, which is a 66% percent increase 
and 5 minorit ies,  which is a 66% percent increase.

9. Establish work-s tudy arrangements under Labor
Department fu rd ing for 5 students in fiscal year 
1973. Special emphasis will be placed on min orit y 
and female par ticip ation. Goal w ill include 2 females 
and 3 minorit ies.

10. Continue effo rts aimed at the recruitment and hir ing  of
Amer ican Indians. Goal is to hire 1 American Indian.

11. Indicate ind ividu al ly the minority  and fema le par
ticipation  wi th in the tota l number of FSEE positions 
author ized for  fiscal year 1973. Goal is 6 FSEE’s to 
include 4 females and 2 minorities.

12. Iden tify ent ry level support type posi tions  such as
Laborer and File Clerk for purposes of recrui tirg 
minorities  and females. Goal is 2 min orit ies  and 2 
females.

Distr ict  Director , Boston, Distr ict  Director , Apr. 2, 1973. 
Buffalo.

Assis tant Regional Commissioners, Dis tric t Do. 
Directors.

Dis tric t Direc tor, Portland, Dis tric t D irector, 
Buffalo.

Apr . 15,1973.

Dis tric t D irector, Portland, Distr ict  Director , June 15,1973. 
Ogdensburg.

Assistant Regional Commissioners, Dis tric t Do. 
Directors.

do. May 15,1973.

OBJECTIVE I II :  TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES. TO 
INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PER
FORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITH THEIR ABILIT IES  (UPWARD MOBILIT Y)2

1. Develop new tra inin g courses and educational programs
to upgrade sk ills  of lower-graded employees as re
quired . Goal is to have 20 employees partic ipate.

2. Examine occupational struc tures to ide nt ify  dead
end job s, job mob ilit y bottlenecks and posi tions 
where minority  groups and women are over-repre
sented and underut ilized.

3. Redesign where possible dead-end jobs, mo bil ity
bottlenecks and posi tions to provide channels  for 
mob ilit y into  higher positions and build  in potential  
fo r expansion of rewards w ith in the jo b itse lf.

4. Redesign technical, nonprofess ional, and professional
job s to provide career enhancement opp ortunities.

5. Establish a "s k il l bank”  fo r identif ying minority  em
ployees against availab le jo b opp ortunities.

Personnel Officer, Train ing Officer, EEOO.. June 15, 1973.

Personnel Officer, Classificat ion Officer, Do. 
Placement Officer, Train ing  Officer,
EEOO.

. . . .d o ................................................................ Do.

do. Do.

Personnel Officer, Tra inin g Officer, Place- May 1, 1973. 
ment Officer, EEOO.

OBJECTIVE IV : TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO SUPPORT 
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Supervisors and managers w ill  be evaluated on perform - Principal Field Officers,  Personnel Officer__ During per-ance in the EEO area in conjunct ion wi th the guide- formancelines contained in Bureau of Customs Circula r PER- rating period16-EEO dated Oct. 25, 1972. and con
tinuing .2. Recognition w ill  be given to supervisors and managers Principal Field Officers, Distr ict  Directors, Performancewho cont ribu te notably to the success of the EEO Pro- EEOO. rat ing pe-gram. Chapter 430, Customs Personnel Manual . riod and con-
tinuing .3. Counsel supervisors who are ineffective in promot ing Principal Field Officers, Personnel Officer, During per-the  EEO program. Dis tric t Direc tors,  EEOO. forma ce
rat ing pe
riod and con
tinu ing .4. The EEO program and com pla int procedures will  be part  Personnel Officer, T rain ing Officer, EEOO. Continuing.of the Supervisor Tra ining Course.

5. Supervisors will  be requ ired to par ticip ate in per iod ic Principal Field Officers, Personnel Officers, Do.meet ings and seminars to insure tha t all supervisory  Distr ict  D irectors, EEOO. and management personnel are cont inuously mindful 
of the sen sit ivi ty to the EEO program.

6. Orientat ion of new employees w ill  include info rmation Personnel Officer , Dis tric t D irecto r,T raining  Do.on the EEO Action program and EEO com pla int pro - Officer , Placement Officer, cedures along with  procedures fo r advancement

Footnotes at end of table.
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EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PL AN -Con tinue d 

OBJECTIVE V:  TO BE SURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH HAVE A 
POSITIVE EFFECT ON EMPLOYABILITY

Action Responsible official (s) • Target  date

1. Cooperate with othe r Treasury Bureaus through Federal
Executive Boards and Associations in spearheading 
commun ity action projec ts which have a positi ve effect  
on employab ility , in  the absence of Federal Executive 
Boards or Associations Regional officials will  assume 
leadership in spearheading such Community Action 
Programs.

2. Participate in Federal Executive Board luncheon discus
sions and workshops on various aspects of EEO pro
gram.

Principa l field  officers,  dist ric t dire cto rs,  As ap prop ri-  
port direc tors. ate.

Distr ict  directors, personnel officer,  EEOO, Septem ber 
EEO counselor. 1972 and

con tinu ing 
monthly.

OBJECTIVE V I:  TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTEGRAL PROGRAM EVALUA
TION SYSTEM

1. Evaluate program ann ual ly.................................................... Personnel officer, EEOO_________________ April  1972.
2. Maintain and analyze statistica l data on employment of EEOO___ _____ _____________ ______ . . .  Quarte rly.

min orit y group and female employees.

0  BJECTIVE V II : TO INSURE PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISC RIMINATION 
AND PROVIDE EEO COUNSELING

1. Implement EEO program and handle complaints of dis
crim ination.

2. If  the facts disclose tha t there has been disc rimination
disc iplinary and corre ctive action will be taken.

3. Publicize names and necessary info rma tion  regarding
Depar tmental, Bureau, and Regional EEO Officer and 
Counselors.

4. Counselors wi ll be designated to provide service to all
dis tric ts and will be trained as needed. Replacements 
will  be designated as required. Publicize the  complaint  
processing system to all employees.

5. Review adequacy and competence of  all personnel having
complaint processing responsibili ty.

6. Conduct appropriate follow-up  to  insure  correction  of
conditions which  led to the filing  of EEO complain t.

7. Post EEO bulle tin  boards throughout  Region and update
as necessary.

8. Create an atmosphere of awareness and continually em
phasize the  program by disseminating appropriate  
program info rma tion  to all employees. Publicize pro
gram in Regional house organ.

EEOO, EEO counselors..................................... November
1972.

Principal field officers,  EEOO_____________ Do.

EEOO.................................................................. December
1972.

EEOO, personnel officer, tra ining  o f fi c e r .. ..  September 
1972 and 
con tinu ing.

EEOO ................................................................ November
1972 and 
continu ing.

Principal field officers, EEOO...............................  Do.

EEOO, dis tric t directo rs.........................................  Do.

EEOO........................................................................ Do.

APPENDIX FOR SPECIAL PROGRAMS

1. Establish Summer-Aid positions for  the economically d is
advantaged. Goal is to hire  12 min orit ies  and 12 fe
males.

2. Ide nt ify  areas for the  placement of enrollees of the
Neighborhood Youth Corps. Goal is to establish 4 such 
positions to include 3 m inoritie s and 1 female.

Assistant regional commissioners, di st ric t June 1, 1973. 
directors.

Distr ict  director, Boston, dist ric t dire cto r, May 1,1973. 
Buffalo.

1 When the term  Principal Field Officer is used in this  plan, it  refers to the  Regional Commissioner; Special Agent-in - 
Charge; Regional Direc tor, Security and Aud it;  and the Regional Counsel.

2 N.B. Moneys for t rainin g and education programs have been drastica lly reduced in th is agency unti l July 1, 1973. The 
Affirm ativ e Action Plan for  fiscal year 1974 wi ll include a prov ision for the  establishment of tra ining and education programs 
designed to provide a maximum opp ortunity for our employees to advance so as to perform at their  h ighest  potentia l.
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ALLOCATION OF PERSONNEL ANO RESOURCES FOR EEO

Ful l tim e Part t ime

A. EEO PROGRAM PERSONNEL
1. Fie ld: Total number of field employees:

Equal employment opp ortunity offi cer(s ).....................................................Federal wom en’ s program coo rdinator(s) ................................ ZZ.ZZZZ...................16-poin t program coo rdinaior(s)....................................................ZZZZZZZZZ"............Other EEO office staff  o ffic ials ............................................
EEO counselors...................................................
EEO coordinator...........................................................ZZZZZZZZZZZZZZ.....................Discrimination  compla int invest igators............... . . . .
Others....................................................................

00000000

1
1
11
2
100

Man-years
(pe rce nt)  Amount

B. PERSONNEL AND FISCAL RESOURCES2. Fie ld:
EEO counseling....................................................................................... 5 0Complain t process ing.................................. .................ZZZZZZZZZZZZZZ.....................  8 5EEO program adminis tra tion..................................................ZZZZZZZZZZZZZ Z..........  1 0EEO sub ject matter t ra in ing.................................................ZZ.ZZZZZZZZZZZZZZZZZZZ 25 0

$1,100
2,100

21,000
7,400

Note : Dollar figures inclu de salaries and benefits and othe r admin istrativ e expenses.

I certify that the qualifications of all staff officials concerned with administration of the EEO Program, including the following:Director of Equal Employment Opportunity EEO Officers
Federal Women’s Program Coordinator(s)Sixteen-Point Program Coordinator (s)Other EEO Staff Officials

have been reviewed by competent authori ty and the incumbents of these positions meet the standards outlined in Qualifications Standards Handbook X-118 under “Equal Opportun ity Specialist OS -160” or “Qualifications Guide for Collateral Assignments Involving Equal Employment Opportunity Duties” . Evidence that the review has been made and it s findings are on file and available for review by Civil Service Commission officials.
Equal Opportunity Employment Officer: Bernard A. O’Sullivan Date:  November 17, 1972
Agency or instal lation: U.S. Customs Service, Region I BostonAddress: Room 241 IB, John F. Kennedy Federal Bldg., Boston, Massachusetts  02203

Equal Employment Opportunity 
A F F IR M A T IV E  A CTIO N  PLA N

U.S. Bureau of Customs,R egion II,
New York, N.Y .

Effective date : November 7, 1972 through March 1973
Fred R. Boyett,

Regional Commissioner of Customs. 
Cameron C. H aynes,

EEO Officer, Region II .
Treasury Department,

Bureau of Customs,New York, N .Y.,  September 19, 1972.Air. Cameron C. Haynes,
Equal Employment Opportunity Officer,Region II , New York, N.Y .

Dear Mr. H aynes: I have read with interest the Equal Employment Opportun ity Act of 1972, and want to affirm my endorsement for implementing i t for all employees in U.S. Customs, Region II .
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I like to think  of “ Equal Employment Oppor tunity” as a right, rath er than  a 
program, and although we often refer to our Equal Opportunity Program as 
being successful, what we really mean is t ha t our  supervisors and selecting officers 
have the proper perspectives.

It  is my in tention  to see th at all of the Equal Employment policy guides and 
goals presented to us by the Civil Service Commission, The Treasury Department, 
and The Bureau of Customs are a working part  of Customs operations here in 
Region II .

The opportunity  for all persons to seek and to achieve their highest potentia l 
and productivity in employment situations, regardless of their race, color, religion, 
national origin, sex or age continue to be the goal of all of us.

Sincerely yours,
Fred R. Boyett, 

Regional  Commissioner  of Customs. 
Table op Contents

Letter of Affirmation (EEO Affirmative Action Plan) Signed by Commissioner 
Fred R. Boyett

Objective I: Administer the Objectives and Resources of the Region in a Positive 
and Effective Manner

Objective I I: Insure that  Recru itment  Activities are Designed to Reach and 
Attract Job Candidates from all sources

Objectives I I I : Assure Full Utilization of the Skills of Employees by insuring th at 
Equal Opportunities are Available to all Employees to Enhance their Skills, 
Perform a t their Highest Potential, and Advance with their  Abilities. (Upward 
Mobility)

Ob jec tively : Assure that the Incentive Awards and Performance Evaluation 
Programs Supports the Equal Employment Opportunity Concept

Objective V: Involve Top Management in Community Programs Which Have 
a Positive Effect on Portray ing Customs as an Equal Employment Oppor
tunity Employer

Objective VI: Provide for the Establishment and maintenance of an Internal 
Program Evaluation System

Objective VII : Insure Prompt, Fair and Impar tial Processing of Complaints of 
Discrimination; and Provide Equal Employment Opportunity Counseling

Appendix A: Fiscal 1973 Dollar Outlay for Regional Equal Employment Oppor
tunity Program

Appendix B: Repor t of Qualifications of Principal EEO Officials (EEO Program) 
Region II

Appendix C: Copy of Public Law 92-261 (92nd Congress, I I.R . 1746) of March 
24, 1972

OBJECTIVE I:  ADMINISTER THE OBJECTIVES AND RESOURCES OF THE REGION IN A POSITIVE AND EFFECTIVE 
MANNER

Act ion Responsible or ficial(s) Target date

1. Revise and update  the Regional Equal Employment
Opportunity  Action Plan annually.

2. Establish numerical goals and t ime tables to achieve
equitable representation of minority  groups and 
female employees. Check the progress of  these 
goals and timetables.

3. Secure guest speakers to discuss the  problems of
minority  people wi th supervisors. Give a seminar  
fo r supervisors on our EEO Action Plan and 
Regional EEO effo rts  designed to gain active 
supervisors support of the program.

4. Establish an EEO Adv isory  Council  to  include
representatives from mino rity groups and 
females. This committee should meet period
ically to discuss program matters and exchange 
views and ideas.

5. Submit to EEO, Bureau, Headquarters precom
pla int counseling reports as designated in 
appendix C, FPM, chapter 713.

6. EEO Counselors to subm it narrative  re p" rts  on cases
handled and a synopsis of any problems in the 
EEO counseling program on a quarterly basis.

EEO officer, personnel o ff ic e r. .. ____ Mar. 2,1973.

.........do............................................  November 1972,

Regional Commissioner, EEO officer, March 1973. 
chief,  Employee Development
Section.

EEO officer, personnel off icsr.............. October 1972.

EEO officer .............................................Oct. 24,1972 .

____do.__ . . . _____ ______ _____ _ Do.



OBJECTIVE I I:  INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB 
CANDIDATES FROM ALL SOURCES

Action Responsible offic ial(s ) Target date

1. Contact major minority  group organ izations,
YWCA's, large women’s colleges and other 
colleges and universit ies in the  New York 
metropo litan area,  who have large min orit y 
enrollments to advise them of our cont inuing 
search for  college level minorit ies and our 
availa bili ty to counsel ind ividuals on oppor
tun ities in Federal Government employment.

2. In establ ishing  the fiscal year 1973 college re cru it
ing campaign, concentrate on those colleges 
and universities with heavy m inority  and female 
enrollments and inform all such colleges of our 
wish to meet wi th minorit y group organizations 
on campus.

3. Establish recruitment schedules and assure the
assignment o f women and appropriate members 
of minority  groups and recruite rs and panel 
interviewers whenever possible.

4. Provide equal employment opp ortunity  orienta
tion  for  all  recruite rs and selecting officers.

5. Whenever vacancies occur in the typ ing  and steno
work force which  are not filled through USCSC 
Register, if  newspaper advertising is used, 
include adver tisements in Spanish language 
and min orit y newspapers to locate candidates.6. Prepare a Spanish language circ ula r to be posted
at Veterans Assistance Centers, on availa bili ty 
of jobs in Customs f or  Vietnam Era veterans.

7. Increase efforts to employ at least nine high school
and college leve l minority  students under stay- 
in-school,  co-op education or co-op workstudy 
programs.

8. Inv ite minority teachers to vis it the customhouse
to become familia r with  our programs and 
staffing needs. Discuss summer inspecto r posi
tions with these visitors.

9. Periodically evaluate recru itment effor ts to dete r
mine  effectiveness in our program.

10. For the summer inspector program, contact specific
minority  and female group organizations fo r pos
sible candidates. Use such mino rity newspapers 
as New York Voice, New York Amsterdam News 
and El Diario-La Prensa, if  newspaper adver
tis ing  is  used as a source of recru iting .

11. Emphasize to the State Employment Service, the
Veterans Assistance Center, and other sources 
of clerical level personnel that we are seeking 
qua lified  Spanish surnamed candidates and 
othe r minorities. *

12. Engineer 2 cle rica l positions so tha t they can be
filled as tra inee /jou rneyman by 5 e ligib les from 
worker t rainee lists.

13. Part icipate in job fair s, career days, and sim ilar
programs.

Chief,sta ffing section, EEO o ff ic e r. .. . December 1972.

Chie f, staff ing sect ion......................... November 1972.

Personnel off ice r...................................

EEO officer____________ ________ _

Chie f, staffing section ..........................

Do.

February 1973. 

Continuing .

—  .do ................................................... January  1973.

------ do .................................................... December 1972.

EEO officer, personnel off icer............. February 1973.

Chief,  staffing section, EEO off ic e r. ..  March 1973. 

Chief,  staf fing section.......................... February 1973.

........do.................................... ...............November 1972.

........ do....................................................J uly 1973.

Personnel officer, EEO o ff ic e r .. ____ As announced.

OBJECTIVE I I I :  ASSURE FULL UTILIZATION OF THE SKILLS OF EMPLOYEES BY INSURING THAT EQUAL OPPOR
TUNITIES ARE AV AILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST PO
TENTIAL , AND ADVANCE WITH THEIR ABILIT IES  (UPWARD MOBILITY)

1. Conduct a sk ills inventory survey for employees
through GS-7 to determine the degree of ut iliz a
tion of employees and to prevent und er-util iza tion . 
Develop questionna ire to be sent  to all  such 
employees.

2. Encourage employees identified as unde ruti lized to
apply for  positions which will  more fu lly  util ize 
tl ie ir  skil ls.

3. Provide equal opportunities in all t ra in ing programs
for  all employees. Include in a ll o rien tation,  tra in 
ing for new employees a segment which deals with  
customs equal employment policy and the em 
ployment opp ortu nities in customs. Include in 
supervisory and tra ining  programs,  a segment 
which  provides EEO orientat ion.

Chief,  Employee Development Sec- Ap ril  1973. 
tion , EEO officer.

Personnel officer, EEO officer, all  July 1973. 
supervisory personnel.

Chief,  Employee Development Sec- March 1973. 
tion , EEO officer.
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OBJECTIVE I I I :  ASSURE FULL UTILIZATION OF THE SKILLS OF EMPLOYEES BY INSURING THAT EQUAL OPPOR

TUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST PO
TENTIAL , AND ADVANCE WITH THEIR ABILIT IES  (UPWARD MOB ILITY) -Con tin ue d

Action Responsible off icia l(s) Target date

4. Designate a Federal Women’s Program Committee
and a 16-point Spanish Speaking Program Com
mittee . Through meetings and monthly reports 
subm itted by the coordinators  for these com
mittees, develop info rmation on areas where 
upward mo bili ty is needed.

5. Develop a tra ining program designed to help stay-
in-school program enrollees pass the office aide 
or typ ing  test,  in order  to assist in their  appoint
ment  to a position in customs afte r graduation.

6. Allocate funds to send individuals  to civ il service
courses to teach them steno skills . Af ter this  
program, thev should be qua lified for a steno 
position fo r which they could apply under a merit 
promotion announcement.  Applicants w ill  be 
selected com pet itive ly under meri t promotion 
procedures.

EEO officer . Chief , Employee Devel
opment Section.

October 1972.

Chief , Employee Development Sec- Ap ril 1973. 
tion .

Chief , Sta ffing Section.......................... Do.

OBJECTIVE IV:  ASSURE THAT THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS SUPPORTS 
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Development cr ite ria  for determ ining outstanding
con tributions by superv isors and managers to 
the EEO program. Create and announce regional 
EEO superv isor and employee of the year awards.

2. Continue to cons ider performance in the equal op
portunity  area in evaluating the effectiveness of 
superv isors and managers.

3. Counseling will be provided fo r those superv isors
and managers who are ineffective in promoting 
the equal employment opp ortu nity  program.

4. Analyze performance awards experience over past
three years to determine if pat terns exis t which 
exclude minority  group and female  employees.

EEO officer .............................................Ju ly 1973.

Rating and reviewing offic ials,  EEO As appropriate, 
officer.

Regional Commissioner, EEO of fic er .. February 1972.

Chief , Employee Relations Branch, March 1973. 
EEO officer.

OBJECTIVE V: INVOLVE TOP MANAGEMENT IN COMMUNITY PROGRAMS WHICH HAVE A POSITIVE EFFECT ON 
PORTRAYING CUSTOMS AS AN EQUAL EMPLOYMENT OPPORTUNITY EMPLOYER

1. Contact New York and New Jersey Federal executive
boards to advise them  of our inte res t in spear
heading Comm unity Action projects which have a 
posit ive ef fect on emp loyabi lity .

2. To insure the pu bl ic’ s awareness of the Bureau of
Customs, its  miss ion, and the  vast  number of 
positions encompassed by the Bureau to r people 
from all ethnic groups, contacts w ill  be made w ith  
all local radio  s tations with in the New York , New 
Jersey metropolitan area seek ing free broadcast 
time.

3. Contact agencies and other fa ir housing organiza
tions and establish relat ions wi th them to ascer
ta in where  employees may receive info rma tion  
and assistance. Insu re tha t any lis ting posted on 
region I l ’s bu lle tin  boards are offered on an open 
housing occupancy basis.

Personnel officer, EEO officer, area Continuing, 
directors.

EEO of ficer........................... .................

do.

Completed, continuing.

Ccntinuing.

OBJECTIVE VI:  PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM EVALUATION 
SYSTEM

1. Evaluate the  EEO program annually and prepare
summaries  of  program info rmation annually.

2. Conduct  per iod ic reviews of promotions, deta ils,
and reassignment actions and take corrective 
action where  necessary.

3. Review screening,  ranking, and evaluat ion proce
dures  to insu re maximum va lid ity  for  ob jec tive 
and equitab le selection. Prepare guidelines  for 
screening panels.

4. Analyze statistical and program data to determine
program needs, cond itions requiring corrective 
action, employment patterns and trends, recruit 
ing needs, promotional opportunities,  etc.

5. Main tain  sta tist ica l data on the  employment of
minority  groups and fema le employees in 
region II .

EEO off ice r............................................. Dec. 1,1972.

Personnel officer, EEO officer..............  March 1973.

___ do....................................................  Do.

. . . . d o .................................................... Do.

Chief Staf fing Section, EEO o ff ic e r. ..  Nov. 15,1972.



OBJECTIVE V II : INSURE PROMPT, FAIR AND IMP ART IAL PROCESSING OF COMPLAINTS OF DISCRIMIN ATION; 
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

Action Responsible Orf icial(s) Targe t date

1. Publicize complaint procedures and responsib ilitie s
of the EEO officer and counselors.

2. Determine if  adequate resources exist to expedite
reviews on complaints which have been invest i
gated. Make approp riate  recommendations to  the  
Bureau.

3. In itia te  appropria te dis cip linary and/or oth er cor
rective action in cases where the facts prove there 
has been discr iminatory  practices.

4. Disseminate general program informa tion  on ac
complishments and act ivit ies  in EEO, ou r action 

Ian, etc., to operating officials on a continu ing 
asis to create an atmosphere of awareness at a ll 

levels.
5. Publicize the names of the  EEO officer and coun

selors.
6. Replace and tra in EEO counselors as needed______

EEO off ice r____ _____ ______ ____ December 1972.

........ do..................................................... Do.

Regional commissioner, EEO off ic er. . Do.

EEO officer ............................................  Do.

........do.......................................................October 1972.

EEO officer , ch ief , Employee Devel-  Nov. 15, 1972.
opment Section.

APPENDIX A:  FISCAL 1973 DOLLAR OUTLAY FOR REGION I l ’S EEO PROG RAM-ALLOCATION OF PERSONNEL 
AND RESOURCES FOR EEO PROGRAM

Name and grade Man-hours  Am ount

Cameron C. Haynes, EEO officer (GS-13)________________ ________________ ____ _ 2,080 $18, 737.00Eileen M. Rooney, secretary (typing ) (GS-4) .............................................................................. 2,080 7,6 34 .00
Miss Amelia Eaton, Federal women s program coord inator (GS-14)....................................   96 1,056.00Mrs. Virginia Robinson, Federal women’s program assistant coordinator  (G 3-7) ...............  48 264 .00Miss Be tty  Diaz, 16-point Spanish-speaking program coord inator (GS 7) ............................. 96 528 .00Mr. Florencio Cruz, 16-point Spanish-speaking program coordinator ( G S-5 ). ......    96 384.00Mr. Avran Shapiro, EEO counselor, U.S. Customhouse (GS-13)_________________    384 3,00 0.00Mr. Barry Gillis, EEO counselor, Newark (GS-12)________     96 776.00
Mrs. Adele Cayson, EEO counselor, Kennedy A irp ort (GS-12) ...................................   268 2, 10 4. 00Mr. James Harris, EEO counselor, 201 Varick St. (GS-13) ........................................................ 288 2, 592.00Mr. Fred Mart ino,  EEO Adv isory  Council (GS -7)__________        96 528.00
Mrs. Susan Ryder, EEO Adv isory Council (GS -5) ............     96 384.00
Mr. Sid Reyes, EEO Advisory Council (GS-11) ......................    96 772.00Mrs. Evelyn Ginsberg, EEO Adv isory  Council (GS -5) ................................................................  96 384.00

Total.....................................................................................................................................  5,936 39,143 .00

Train ing costs (intend  to par ticip ate in any fu ture  courses th at  w ill  be made available at the regional CSC): 
From July 1972 through November 1972; personnel management for  EEO counselors— par ticipan t, 
Cameron Haynes; EEO counseling course— par ticipant,  Mr. James Harr is (EEO counselor);  EEO coun
seling Insti tute—par ticip ants, all EEO counse lors; and seminar for career women—Miss Amelia Eaton 
(FWP) Coordinator , p artic ipa nt ................... ........... ............................................................................................

Travel expenses. ................. .....................................................................................................................................
Monthly  cost (th is includes: stationery, tape recording cassettes, newspaper  subscript ions,  etc. )..............
Telephone charges: Monthly cost ( th is includes cost for 2 telephones, 2 lights , 2 pic kups )..........................Total monthly cost.............................................................................. ............................................ . .......................
Projected figures fo r fiscal year 1973 ( to ta l) . . ...................... ..............................................................................

Complete  total of fiscal 1973 dolla r outlay .

$700.00 
None 
12.50 
30.90 
43.40 

520.80

40,363.80

Appendix B: R eport of Qualifications of Principal EEO Officials— 
R egion II

I certify t ha t th e qua lifications of all staff  officials concerned with adminis trat ion  of the EEO Program including the  following: EEO  Officer, Region  II,  and  EEO Counselors, Region II , have  been reviewed by compete nt autho rity and  the  incumbents of these  positions meet the  standard s outl ined in Qualifications  Standa rds  Handbook X-118 und er “Equal Oppor tun ity  Special ist GS-160” or “Qualifications Guide for Collateral Assignments Invo lving Equal Employm ent Oppor tun ity  Duties”. Evidence th at  the  review has been made  and its findings are on file and available for rev iew by Civil Service Commission  officials.Signature of Equal  Employmen t O ppo rtun ity Officer, Region II :
Cameron C. H aynes.
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Appendix C: Public Law 92-261, 92nd Congress, II .R . 1746, March 24, 1972

AN ACT To fur the r promote equal employment o pportun ities  fo r American workers
“nondiscrimination in federal government employment

“Sec. 717. (a) All personnel actions affecting employees or applicants for employ men t (except with rega rd to aliens employed outs ide the  limits of the United  Stat es) in mil itar y departm ent s as defined in section 102 of ti tle  5, United  States Code, in executive agencies (other tha n the  General Account ing Office) as defined in section 105 of tit le 5, Uni ted Sta tes Code (including  employees and  applicants  for employment who are paid  from non appropriated funds) , in the  Uni ted States Pos tal Service and the  Po stal  Ra te Commission, in those units  of the Government of the  Dis tric t of Columbia having positions in the  competit ive service, and  in those uni ts of the legis lative and  judic ial branches  of the  Federal Governm ent hav ing positions in the  com petit ive service, and in the Library of Congress shal l be made free from any disc riminatio n based  on race, color, religion, sex, o r nat ional origin.
“ (b) Except as otherw ise provided in this subsection, the  Civil Service Commission shall have au tho rity to enforce the  provisions of subsection (a) through app rop ria te remedies , including re ins tate ment or hiring of employees with  or withou t back pay, as will effectuate the policies of this section, and shall issue such rules, regulations, orders and inst ructions as it deems necessary  and appropr iate  to carry  ou t its  responsibiliti es unde r th is section. The  Civil Service Commission shall—“ (1) be responsible for the  annual  review and approval  of a nationa l and regional  equa l employm ent opportunity plan which each dep artment and agency  and each app ropriate un it referred to in subsection (a) of th is section shall su bmit in order  to m aintain  an affirmative p rogram of equal employment opportunity for all such employees and appl ican ts for employments;“ (2) be responsible for the  review and  evalu ation  of the operatio n of all agency  equa l employm ent opp ortuni ty programs, periodically obta ining and publishing (on at leas t a semiannual basis) progress repo rts from each such dep artm ent , agency, or unit ; and

“ (3) consult w ith and solicit  the  recom mendations of inte rested individuals, groups, and  organ izations rela ting  to equal employment oppor tun ity .The  head of each such dep artment,  agency, or uni t shall comply with such rules, regulations, orders, and  ins truc tion s which shall include a provision that  an employee o r a ppl icant for employm ent shall be notified of any final a ction  taken on any  complaint of d iscrimina tion filed by  him thereunder.  The  plan sub mitted by each dep artm ent , agency,  and  unit shall include, bu t no t be limited to—“ (1) provis ion for the establishment of training and  education  programs designed to provide a maximum o pportunity  for employees to advance so as to perform at the ir highest po tent ia l; and
“ (2) a descr iption of the  qualifications  in term s of tr ain ing  an d experience rela ting  to equa l employmen t opportunity for the  principal and  operating officials of each such d epartment,  agency, or u nit  responsible for carry ing out the  equal e mployment o pportunity  program and of the allocation  of personnel and  resources proposed by such  dep artment,  agency, or un it to car ry ou t i ts equal  employment opportunity program.

With respect to emp loym ent in the  Library  of Congress, author ities granted in this subsection to t he  Civil Service Commission shall be exercised by th e Librarian of Congress.
“ (c) Within  th irt y days  of receipt of notice  of final action taken by a depar tmen t, agency, or un it refe rred  to in subsection  717(a), or by the  Civil Service Commission upon an appeal from a decision or order  of such depa rtm ent , agency,  or un it on a complain t of discrimination based  on race, color, religion, sex or nationa l origin, brough t pu rsu an t to subsection  (a) of this section , Executive  Order  11478 or any  succeeding Executive  orders, or a fte r one hundred an d eigh ty days from the  filing of th e init ial charge with  t he  d epa rtm ent , agency, or un it or with the  Civil Service Commission  on appeal from a decision or order of such dep artment,  agency, or un it unt il such time  as final actio n may  be taken by a dep artment,  agency, or uni t, an employee or app licant  for employment, if aggrieved by the  final disposi tion of his complain t, or by the  failure to tak e final act ion on his complaint , may  file a civil a ction  as provided in section 706, in which  civil action the  h ead  of the  dep artm ent , agency , or unit , as app ropriat e, shall  be the defendant.
“ (d) The provisions of section 706 (f) thro ugh  (k), as applicable, shall  govern  civil actio ns brough t hereunder.



“ (e) Nothing contained in this Act shall relieve any Government agency or official of its or his pr imary responsibility to assure nondiscrimination in employment as required by the Constitut ion and s tatu tes  or of its or his responsibilities under Executive Order 11478 relating  to equal employment oppor tunity  in the Federal Government.”

U n it ed  Sta te s G ov er nm en t 
MEMORANDUM

November 14, 1972.To: Mr. Cameron Haynes, Equal Opportunity Officer.From: William G. Peacock, Chief, Staffing Branch.Subject: Minority Group Statis tics.
We have completed the Combined Minor ity Group Statis tics Report, reflecting tota l General Schedule and Wage Grade employees in Region II ; Agency Service; Regional Counsel; Assistant Chief Counsel; Customs Court Litigation; and Security and Audit. The reports are at tached for your use.An analysis of the data  reveals that females currently comprise 12% of our total staffing; Negroes comprise 12.5% and Spanish sumamed 2.8%.Percentages for these groups in grades GS-5 through GS-15 are shown on the attac hed interpreta tive report.
A more comprehensive analysis of the data  on a Civil Service Series basis is necessary, and will be conducted shortly as par t of the Regional EEO Action Plan.
Attachments.

GS-15—0 Female; 0.5% Negro; 0.8% Spanish GS-14—0.2% Female; 0.2 Negro; 0.2% Spanish GS-13—2% Female; 5.4% Negro; 0.8% Spanish GS-12—2.8% Female; 9.4% Negro; 0 Spanish 
GS-11—3.5% Female; 9.4% Negro; 0 Spanish GS-9— 7% Female; 7% Negro; 1%% Spanish;
GS-7— 10.3% Female; 5.7% Negro; 2.0% SpanishGS-5—24% Female; 9.5% Negro; 2.8% Spanish
Total all grades—12% Female; 12.5% Negro; 2.5% Spanish

U n it e d  S t a te s  G o v e r n m e n t  

MEMORANDUM

To: Mr. Cameron Haynes, Equal Opportunity Officer.From: William G. Peacock, Chief, Staffing Branch.Subject: Minority Group S tatistics.
A recent conversation with the IRS  Data  Center reveals that it is possible for tha t organization to furnish the grade summary sta tistical report now requested by the Bureau. Tha t is, a tota l number of employees in each grade broken into male-female groupings preestabl ished by the Bureau.We suggest th at this matter  be discussed with the EEO Officer a t the Bureau, so tha t we can avoid the burden of manually developing the figures from the present IRS Statistical Printout.

D e p a r t m e n t  o f  t h e  T r e a s u r y , B u r ea u  o f  C u st om s, E q ua l  E m pl o y m en t  
O p po r t u n it y  A f f ir m a t iv e  A cti on  P la n— M ay  1, 1972, to  A p r il  30, 1973
Paul Lawrence, Regional Commissioner.
John J. Riley, Special Agent in Charge.
David H. Marshall, Acting Regional Director, Sec. & Audit.Richard S. Hoffman, Regional Counsel.
Henry C. Pfeifer, Jr ., Equal Employment O pportunity Officer.

T a b l e  o f  C o n t e n t s

I. Administer the EEO Program and resources of the Region in a positive and effective manner
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II.  Design recrui tment activities to reach and att ract job candidates from all
sources

III. Fullest possible utilization of the present skills of employees and equal
opportunities available to all employees to enhance their  skills, perform 
at thei r highest potential and advance with their  abilities. (Upward 
Mobility)

IV. Utilize the Incentive Awards and Performance Evalua tion Programs to sup
port  the Equal Employment Opportunity concept.

V. Top Management participation in community programs which have a posi tive
effect on employability

VI. Establ ishmen t and maintenance of an Internal Program Evalua tion System
VII. Prompt,  fair and impartial processing of complaints of discr imination and

Equal Employment Opportunity Counseling
VIII . Program Communication 

Attachment 1—Goals and Timetables
Attachment 2—Allocation of Personnel and Resources for EEO 
Attachment 3—Minority Group Statistics
Attachment 4—Repo rt of Qualifications of Principal EEO Officials 
Attachment 5—EEO Program Officials

OBJECTIVE I .— AD MINISTER  THE PROGRAM AND RESOURCES OF THE REGION IN A POSIT IVE AND EFFECTIVE 
MANNER

Action Responsible of fic ia l(s ) Targe t date

1. Revise and update the EEO action plan annually...........

2. Establish num erical goals and timetables to achieve
min orit y group and female hi rin g;  check the  prog
ress of  these goals and tim eta bles (see attachment

3. Submit quarterly  narrative repor ts on cases handled
and a synopsis of the problems of the  EEO counsel
ing program.

4. Su bmit the com pla int counseling  re po rt .. .....................
5. Policy statements supporting  the program w il l be

issued annually .

6. Establish an EEO advisory committee  in each dist ric t
and the region. Each committee  shall include minor
ity  group employees, women, union members, etc. 
The Balt imore  Dis tric t Ad visory  Committee shall 
represent the  distr ict  and regional headquarters and 
shall include in its  membership, the Federal 
women’s program coordinator, the 16 point co
ord inator, ana representative personnel from the 
region. Each commit tee w ill  meet monthly to  discuss 
program matte rs and exchange views and ideas.

7. Conduct EEO seminars and meetings to create aware
ness of curren t EEO responsibilit ies, problems of 
specific  min orit y groups which affect em ployabil ity  
and regional special programs for  minority  groups 
and women.

8. Allocate personnel and resources fo r EEO (see attach
ment 2).

EEO officer ; directo r, personnel man
agement.

EEO officer ; director , personnel man
agement; regional commissioner; 
special agent-in -charge;  regional d i
rector, sec. and au di t; regional 
counselor.

EEO counselors.........................................

EEO off icer..... ............................... ...........
Regional commiss ioner; special agent- 

in-charge;  regional d irec tor , sec. and 
audi t; regional counsel.

Dis tric t directors; director, personnel 
management; EEO officer.

Mar. 1,1973.

Dec. 1,1972, and con
tinu ing .

Dec. 1, 1972, Mar. 1, 
1973, June 1, 1973, 
Sept. 1, 1973.

Do.
Jan. 1,1973.

Feb. 1 ,1973,  and 
cont inuing.

Regional commiss ioner; special agent-  May 1, 1973. 
in-charge; regional director, sec. and 
au di t;'  regional counsel; employee 
deve lopment spec ialis t; EEO officer.

Regional commissioner; special agent-  Dec. 1,1 972. 
in-charge; regional di rector , sec. and 
audit ; regional counsel; director, 
personnel management; director , 
financial management ; EEO officer.

OBJECTIVE I I:  DESIGN RECRUITMENT ACTIVIT IES TO REACH AND ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. Establish and maintain new contacts wi th local com
munity  groups and col leges wh ich can assist in the 
recruitment of minority  group and female employ
ees. The Direc tor, personnel management divis ion,  
will main tain  a li st  of such contacts. Partic ipate on a 
continuous basis in iob fai rs,  career days, and othe r 
act ivities which  w ill  help to info rm mino rity group 
and female candidates of emp loym ent opportunities.

2. Survey the  needs for  special suppor tive  employment,
part-t ime  employment, adjustment  in work sched
ules, etc.

Regional comm issioner;  special agent-  Feb. 1, 1973, and 
in-charge; regional d irec tor , sec. and continuing,  
au di t; regional counsel; director ,
personnel management ; EEO officer 
distr ict  dire cto rs;  po rt directors.

EEO offi cer ; director , personnel man- Do. 
agement.

9 7 -7 8 9 — 7 3 --------8



Act ion Responsible of fic ial (s ) Targe t date

3. Hire fo r summer  employment,  minority  group high
school and col lege students f rom schools that serve 
mino rity groups to give them insight into the pro
grams and operations o f the Bureau of Customs,

4. Intensify  drive to recruit  Spanish-surnamed person
nel pa rticu lar ly fo r publ ic contact jobs in metro
pol itan  areas having heavy concentration of Spanish-  
surnamed people.

5. Operate special employment programs which will  pro
vide  par ticip ation and developmenta l wo rk-t raining 
opp ortu nities fo r the  economically or educationally  
disadvantaged.

6. Inform  Span ish-surnamed and other min orit y group
veterans of  the  ava ilabil ity  of  noncompeti tive ap
pointments  for  Vietnam era veterans.

Regional commissioner; soecial agent- Apr . 1, 1973. 
in-charge : regional d irector, sec. and 
audit ; regional counsel; direc tor,  
personnel management.

Regional commissioner;  special agent- Oct. 1, 1972, and 
in-charge; regional d irector, sec. and cont inuing , 
audi t; regional counsel; direc tor,
personnel management; EEO o fficer;  
por t directors.

Director, personnel management; EEO Nov. 1, 1972, and 
officer. continu ing.

Regional commiss ioner; special agent- Do.  
in-cha rge; regional di rector,  sec. and 
audit ; regional counsel; director , 
personnel management; dist ric t di
rectors.

OBJECTIVE I I I :  FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES AND EQUAL OPPORTU
NITIES AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST POTENTIAL, 
AND ADVANCE WITH THEIR ABILIT IES  (UPWARD MOBILITY)

1. Provide equal opp ortu nities in tra ining  programs for
all employees. This  includes outside training, 
wi thin -se rvic e tra inin g, and on- the -job  train ing.

2. Include in all orien tation train ing  fo r new employees a
segment which  deals with Customs equal employ
ment policy and the  employment opp ortu nities in 
Customs.

3. Conduct u tiliz atio n surveys to determine the  degree of
util iza tion of employees and to prevent under
ut ilizatio n.

4. Review and analyze occupation areas periodical ly to
iden tify low grade, dead end positions and redesign 
specific jobs and career guidel ines to provide greater 
career opp ortunities, lateral movement into related 
fields , ana flex ib ili ty  in entrance requirements.

5. Encourage employee self-development by providing
counseling and assistance when needed.

6. Identif y, tra in, and develop fo r Upward Mobilit y
interes ted and qualif ied  employees in lower grades 
by:

(a ) Establishing and mainta ining an Upward
Mob ilit y program.

(b ) Upgrading clerical, technica l, and profes
sional skil ls.

(c ) Prov iding  special tra inin g, coaching, and
work experience when needed.

(d ) Arranging f or  basic or special education when
needed.

(e ) Engaging in proje cts to imp rove the s kil ls and
employab ility  of the disadvantaged.

.Assist those employees identified as underut ilized to 
use their sk ills  by encouraging them to app ly for 
positions of greater  responsibili ty. Disseminate 
info rmation concerning promotional opp ortu nities 
and selections fo r promotions to all employees. 
Provide fo r employees at al l grade levels  to receive 
consideration for details, training, or work assign
ments that  w ill  fu rth er  utilize past experience and 
tra inin g.

Employee development specia list;  all Jan. 1,1973 . 
management and supervisory per
sonnel.

____ do_______________________________ Do.

Director,  personnel management; em
ployee development special ist; EEO 
officer.

Direc tor, personnel management; EEO 
off ice r; dist ric t directors.

Director, personnel management ; em
ployee development spec ialis t; EEO 
officer ; dis tric t directors.

Director, personnel management; em
ployee development specialist.

Feb. 1, 1973.

Feb. 1,1973 , and 
con tinuing.

Do.

Mar. 1, 1973, and 
continuing.

Director, personnel management; em-  Do. 
ployee development spec ia lis t; EEO 
offi cer ; all management and super 
viso ry personnel.

OBJECTIVE IV : UTILIZE  THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO SUPPORT 
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Give recogn ition to supervisors and managers who
contr ibute notab ly to the success of Customs EEO 
program. Bureau Circular PER—4-PER, dated 
Apr . 6,1970.

2. Consider performance in the equal opp ortunity area
in eva luat ing the effectiveness of supe rvisors and 
managers.

Regional commissioner; special agent- 
in-charge; regional director, sec. and 
audit ; regional counsel.

Mar. 1,1973, and as 
appropr iate.

Regional commiss ioner; special agent-  Nov. 1 ,1971, and as 
in-charge; regional dire cto r, sec. and app ropriate , 
audit ; regional counsel; distr ict  di 
rectors; EEO officer; director , per
sonnel management.
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OBJECTIVE V : TOP MANAGEMENT PARTICIPATION IN COMMUNITY PROGRAMS WHICH HAVE A POSITIVE EFFECT 

ON EMPLOYABILITY

Action Responsible of fic ia l(s ) Target date

1. Become fami lia r wi th the  ac tiv ities of fa ir housing
organizations and establ ish rela tions wi th them 
whereby employees may receive info rmatio n and 
assistance. Insu re tha t any lis tings  of housing 
posted on office bu lle tin  boards are offered on an 
open occupancy basis.

2. Assist minority  group  employees in find ing suitable
housing and tran spo rtat ion if  dif ficul ty in obta ining 
such serves as a bar rier to employment o f minority  
groups in a particula r area. Inform  prospective 
employees of avai lable  assistance.

3. Cooperate wi th oth er Treasury bureaus through
Federal execut ive boards and associations in spear
heading com munity  action pro jects which have a 
posi tive effect on employab ility . In the  absence o f 
FEB or FEA, Customs offic ials  should assume 
leadersh ip in such com munity  action programs.

Regional commissioner; special agent- 
in-c harge;  regional dire cto r, sec. and 
au di t; regional counsel; distr ict  
di rec tors; port directors; EEO 
officer.

........ do...................................................... .

Regional commissioner; special agent- 
in-charge;  regional dire cto r, sec. and 
au di t;  regional coun sel; distr ict  
di rec tors; port direc tors .

Feb. 1,1973, and 
contin uing.

Continuing.

Nov. 1, 1973.

OBJECTIVE V I:  ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM EVALUATION SYSTEM

1. Review and analyze stati stical and program data to Regional commiss ioner; special agent-
determine program needs, conditions req uir ing  in-charge; regional director , sec. 
corre ctive ac tion , employment pat terns and trends, and au di t;  regional counsel; dire c- 
recru iting needs, promotional opportunities,  etc. tor, personnel management; EEO

officer ; dis trict  direc tors.
2. Collate and review statistical data on minority  group Director , personnel management; EEO

and female employees (see attachment 3). officer.

3. Evaluate the program annua lly................. ....................... Regional commiss ioner; special agent-
in-charge ; regional d irec tor , sec. and 
au di t; regional counsel; directo r, 
personnel management; EEO office r; 
dis trict  di rectors.

Continuing.

Dec. 1, 1972, Mar. 1, 
1973, June 1,1973 , 
Sept. 1, 1973.

Dec. 30,1972.

OBJECTIVE V II : PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION 
AND EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

1. EEO counselors w ill  be respons ible for processing
info rmal compla ints  of discrimination .

2. Take appropriate discip linary  and corrective action
in cases where  the results  of the  investigation 
proves the re has been d isc rim ina tory pract ices.

EEO counselors..........................................As appropria te.

Regional commissioner; special agent- Do. 
in-cha rge; regional dire cto r, sec. and 
au di t;  regional counsel; EEO offi cer ; 
director , personnel management; 
dist ric t directors.

OBJECTIVE V II I:  PROGRAM COMMUNICATION

1. To create an atmosphere o f awareness and to cont inu
ally  emphasize the EEO program, the region w ill :

(a ) Establish EEO bu llet in boards in app ropr iate
locations, e.g.,  regional, dist ric t,  por t head
qua rters, and equ ivalent locations in the 
agency and security and audit  offices, et al.

(b ) Post on the  EEO bul letin boards:
(1 ) General program info rmation on accom

plishments and act ivit ies  of EEO, its 
actions plans, etc.

(2 ) The names of Treasury Department,
Customs Bureau, and Region II I 
Equal Employment Opportunity  offi 
cers and counselors; and members of 
the pe rtinent EEO advisory committee.

(3 ) The com pla int processing system.
(c ) Publish appropriate EEO program matte rs in

the regional house publication.
2. Provide new employees with info rmation concerning

the Customs EEO policy and the complaint process
ing system dur ing  the in itia l orien tation.

3. Disseminate info rmation concerning the  Upward
Mo bili ty program.

Regional commiss ioner; special agent-  Oct. 1, 1972, and 
in-charge;  regional dire cto r, secre- continu ing,  
tary and au di t; regional counsel;
EEO offi cer ; di st ric t dire ctors; port  
direc tors.

Dire ctor , personnel management...........

do.

Jan. 1,1973, and as 
appro piia te.

Jan. 1, 1973.
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A tt a c h m en t  1
GOALS AND TIMETABLES FOR MINORITY GROUP HIRING

Type of posi tion
Number of

GS grade posi tions Loca tion(s)
Target

date

Customs inspector__________________________
Customs inspector (WAE).........................................
Cle rica l.............................................................. .........

5-7  3 Baltimore and Ph iladelphia..........Oct. 1,1973
5 2 Norfo lk and Ph iladelphia..............Ap r. 1,1973

2-4  5 ..............................................................July  1,1973

Att a c h m en t  2
Allocation of personnel and resources for EEO  

Region II I:  Authorized num ber of employees:
Region-------------------------------------------------------------------   745Agency---------------------------------------------------------------------------------- 294Secur ity and Au dit_____________    9Regional Counsel_____________________________________________  3.

To tal________ ____ _________ __________ ______ ______ ____ 1,001

Full time Part tim e

Number Salary Number Salary

A2. EEO program personnel:
EEO off icer.......................................... __________  0 0 1 $4,800Federal wom en’s program coo rdinator ................... ........ .............  0 0 1 50016-po int program coo rdin ator......................................... ......................  0 0 0 0EEO co un se lors ................................................ ...................... 0 0 2 500Others: EEO officer alte rna te.......................................... ...................... 0 0 1 4, 200

Man-years Amourr

EEO counse ling......................
Complaint processing...........
EEO program adminis tra tion. 
EEO sub ject matter  training .

0.10 i $1, 200
.20 2 2,000
.25 10, 200
.50 « 5, 000

1 Salaries, travel (train ing  costs fo r the counselor).
2 Salaries, t rave l tran scr ipts , fees fo r EEO investigators.
3 Salaries, trave l, supplies and equipment.
♦Sa laries,  tra ve l, renta ls of space, equipment fo r seminar.

*
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Attachment 4
R eport of Qualifications of Principal EEO Officials

I certify tha t th e qualif ications of the following staf f officials concerned with  th e 
adm inis trat ion of the EEO  Program have  been reviewed by compete nt au thor ity  
and  th at  the incumbents  of these positions meet the sta ndard s out lined in Qualifica
tions Stan dard s Handbook 8-118 under “Equal Opportunity Specialist GS-160” 
or “Qualificat ions Guide for Collateral Assignments Invo lving Equa l Employment 
Oppor tun ity  D utie s.” Evidence th at  the review has  been made a nd its f indings are 
on file and available for review by Civil Service Commission officials.
Federal Women’s P rogram Coordinator  
Other EEO Staff Officials
Certified by:  Henry  C. Pfeifer, Jr ., Region II I EEO  Officer, December 1, 1972 
EEO Officers
Certified by : Ric har d Finely , Region II I Director, Personnel Mgmt. Division,December 1, 1972
Bureau  of Customs, Region II I,  40 S outh  Gay Street, Baltimore , Maryla nd 21202

Atta c h m en t 5
EEO PROGRAM OFFICIALS

Ti tle  Name Officia l address Program responsib ility

Equal employment opp ortunity Henry C. Pfe ifer , Jr .............. 40 South Gay St., Ba ltimore , Region II I.
officer. Md. 21202.

Equal employment opp ortu nity  William P. Thompson.....................do..................................... Do.
officer (alte rna te).

Federal women’ s program co- Amy He rlih y...................................do..................................... Do.
ord inator.

16-point  program coordinator *................................................................................................. .......................... ...............................
EEO counselor.................. ............Kenneth Fenner.................................d o . . . ............................. .. Region II I headquarters ,

Balt imore  di st ric t; Wash
ington  distric t.

Do....................................... Wi lliam Lawrence................. Phi lade lphia, Pennsylvania . Philadelphia  dis tric t.
Do 1 2 3 4 5.................................. ............................................................................................................  Norfolk distric t.

1 Vacant; Presently adm inis tered by EEO counselor, Philadelph ia. Qualifications o f a candidate being processed.

D epartment of the Treasury, Bureau of Customs, M iami, F la.
EQU AL EMPLOYMENT OPPORT UNITY ACTION PLAN , FISC AL YEAR  1973

D. F. Cardoza, Acting Regional Commissioner, Region  IV.
John H. Moseley, Special Agent in Charge, Dis tric t V.
Ro be it T. DeNeve, Special Agent in Charge, Dis tric t IV.
Matthew P. Rya n, Regio nal Director,  Security and Audi t.

OBJECTIVE: TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE DEPARTMENT IN A POSITIVE AND 
EFFECTIVE MANNER

Action Responsible off icia l(s) Target date

1. EEO action plans will  be reviewed and updated
annually.

2. Policy statements will  be issued annually giv ing
support to the program.

3. An EEO seminar for  all dis tric ts w ill  be conducted in
Region IV to create awareness of curre nt  EEO 
responsibili ties, prob lems of specific  minority  
groups which  affect  employab ility , and adm inis tra
tive and departmental special programs for m i
norit ies and women.

4. EEO advisory committee will  be established among
Miam i operations offices. It  w ill be made up of em
ployees from various organizational segments and 
may include personnel office employees, EEO 
officers, min orit y group and fema le, etc. The com
mit tee will meet per iod ical ly to discuss program 
matters and exchange views and ideas.

5. Submit to the Bureau Director of EEO all requ ired
reports  as designated.

EEO officer, personnel officer, and EEO Aug. 15,1972. 
advisory committee.

Regional commissioner............................ Oct. 30,1972.

Regional trainin g off icer and EEO o ffic er. June 30,1973.

EEO officer and EEO advisory  comm ittee. Nov. 30,1972.

Personnel of ficer and EEO cou nse lo rs ...  Continuing.
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OBJECTIVE: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB CANDIDATES 

FROM ALL SOURCES

Action Responsible official (s) Target date

1. Through FEB or FEC’s, main tain contacts with com
munity  groups and colleges in distr ict  headquarter 
cities which can assist in the recruitment,  place
ment, and improvement  of mino rity group and 
female employees.

2. Conduct recruit ing  act ivities and disseminate job
informa tion  at North Carolina Central University, 
Atlanta complex of 5 minority  schools, Savannah 
State,  and Florida Memorial. Use m ino rity group and 
female employees as members of recruit ing teams, 
when available.

3. At tem pt to rec ruit  Span ish-surnam ed persons particu
lar ly for  pub lic contact jobs in Miami and Tampa.

4. Part icipate in NYC and BTS programs which provide
developmental wc rk-trainin g opp ortu nities for the 
economically  or educationally disadvantaged in 
Miami, Tampa,  Savannah,  Atlanta, Charleston, and 
San Juan, P.R.

5. Info rm Spanish-surnamed and o ther mino rity veterans
of noncompetitive appointmen ts for Vietnam era 
veterans inc lud ing  GS-5 level at Homestead Ai r 
Force Base and any other ins tallatio n when inv ited .

Regional commissioner, dis tric t direc- May 30,1973 . 
tors , and supervisory staffing 
specia list.

Supervisory staffing  spec ialis t; Dis tric t Do. 
director, Savannah; and staffing 
specialis t..

Supervisory staffing specialist and Dis- As vacancies are 
tri ct  direc tors,  Miami and Tampa. known.

Dis tric t direc tors, Miami, Tampa, Continuing. 
Charleston, Savannah, San Juan.

Supervisory staffing spec ialis t................ June 30, 1973.

OBJECTIVE: TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES; TO 
INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, 
PERFORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITHIN THEIR ABILIT IES  (UPWARD MOBILITY)

1. App oint upward mob ilit y committee and coo rdinator  ARC (adm inistrat ion )...............................Nov. 15,1972.
to imp lement the above objec tive.

2. Conduct  util iza tion  survey in ord er to determine Staff ing spe cia list ...................................... Nov. 30,1972.
underut ilization of employees at grade 7 and below.

3. Refer those employees throughout region IV id en ti fi ed____ do____________________________ Do.
as underutil ized  in using their sk ills to the upward 
mobili ty committee.

4. Conduct periodic  reviews of personnel actions in EEO advisory com mi ttee.......................... Nov. 30, 1972 and
region IV and recommend corrective action if  May 30,1973.
indicated.

5. Review and analyze occupational areas in region IV Upward mo bil ity  commit tee ....................Nov. 30,1972 .
per iod ical ly to ide nt ify  low-grade,  dead end 
positions.

6. Establish career guide lines to provide greater ca re er.........do ......... ..............................................  Do.
opp ortunities,  lateral movement into  related fields, 
and fle xibi lit y in entrance requi rements in region 
IV.

7. Iden tify and develop fo r upward mob ilit y,  in te re ste d .........do____________________________ As needs identif ied.
and qualif ied  employees in lower grades by such 
activ itie s as—

(a ) Upgrading of clerica l, technical , and profes
sional sk ills;

(b ) Prov iding specia l train ing , coaching, and work
exper ience when poss ible:

(c ) Arranging fo r basic or special education when
needed;

(d ) Projects to improve the  sk ills and emp loy-
ab ili ty  of the  disadvantaged and pa rt ic i
pants in the  economic and educational op
portu nit y program;

(e ) Tra inin g supervisors in MUST, in supe rvision
of the disadvantaged youths as we ll as 
adu lts with  special problems.

8. Provide employee sel f-developm ent  by p ro v id in g___ do......................... ....................... .. As ide nti fied or
counseling  and assistance for employee self-d eve l- requested,
opm ent  throughout region IV.

OBJECTIVE: TO INSURE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS SUPPORT THE 
EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Review all types of recognition in region IV to assure Employee rela tions o ffic er___________ Semiannually.
tha t awards are based upon merit and that  no form  
of d isc rimination  is  present in  processing and grant
ing such awards.

2. Consider performance in the equal opportunity  area in Regional commiss ioner  and distr ict  As appropria te.
evaluating the  effectiveness of supervisors and directors, 
managers th roughout region IV.



OBJECTIVE: TO BE SURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH 
HAVE A POSITIVE EFFECT ON EMPLOYABILITY

Action Responsible off icia l(s) Target  date

1. Cooperate wi th other agencies th rough Federal exec- Regional commiss ioner  and di st ric t As dicta ted by boardutive boards and associations in spearheading 
commun ity act ion  projects throughout region IV 
which have a posi tive effect on employab ility .

directors. or council.

OBJECTIVE: TO INSURE PROMPT, FAIR, AND IMP ARTIAL PROCESSING OF COMPLAINTS 
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

OF DISCRIMINATION

1. EEO counselors will be appointed in each dis tric t of 
region IV for  the handling of compla ints of d isc rim i
nation and publ iciz ing the EEO program fo r all 
customs offices in this  distric t.

Regional commissioner and EEO coun
selors.

Nov. 30,1972.

2. EEO bul letin boards will  be placed and maintained at 
each distr ict  office in region IV and posted with  the 
fol low ing  min imum inform ation: EEO poster, name 
of  EEO counselor, EEO Act of 1972, compla int pro
cedure  poster.

All distr ict  d irectors in region IV_____ Do.

A dden dum

S P E C IF IC  N U M ER IC A L GO ALSRegion IV—
I. Increase minority census of supervisory and  m anag ement positions throug hout  Region IV by a minimum of two—6-30-73.
II.  Increase the  census of black employees in Regional Headq uar ters  by one (1)—6-30-73.

Miami Dis tric t—
I. Recru it five (5) black int erm ittent inspectors and two (2) Spanish surnamed int erm itten t inspectors at  the  Miami docks—6-30-73.
II.  Rec ruit  four (4) black int erm itten t inspectors and two (2) Spanish su rnamed  int erm itte nt inspectors at  the  Miami Airpo rt—6-30-73.
II I.  Recru it one (1) black int erm itte nt inspector and  one (1) Spanish su rnamed inter mi tte nt inspector at  Port Everglades—6-30-73.
IV. Rec ruit  a minority black in eith er West Palm Beach or Po rt Everglades when a vacancy occurs—6-30-73.
V. Elim inate  the zero census of mino rity black employees in Grade GS-11 and above  in Miami—6 -30-73.

Tam pa Dis tric t—
I. Appoint  one EEO Counselor  in Tam pa to serve all Customs employees in boundaries  of Tam pa Dis tric t— 11-30-72.
II.  Recru it a minority black in Tampa when vacancy occurs—6-30-73.II I.  Recru it a Spanish surname d in Tampa when vacancy occu rs—6-30-73.IV. Elim inate the  zero census of minor ity (black or Spanish su rnamed) employees in grade GS-11 and abo ve— 6-30-73.

Savann ah Dis tric t—
I. Appoint  one EEO Counselor in  S avanna h to serve  all Customs employees in sta te  of Georgia— 11-30-72.
II.  When ceiling p ermits rec ruitment, one black employee should be added to the  A tlanta  work force—6-30-73.
II I.  Elim inate the  zero census of min ority employees in grade GS-11 and  above—6-30-73.

W’ilmington Dis tric t—
I. Appoint one EEO Counselor  in  Wilmington to serve all Customs employees in state of North Carolina— 11-30-72.
II . When ceiling p ermits recruitm ent,  one black  employee should be added to eith er Wilmington  or Winston-Salem work force—6-30-73.

Charles ton Dis tric t—
I. Appoint  one EEO Counselor in Charleston  to  serve all Customs employees in st at e of Sou th Carolina—11-30-72.
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SAC Atlan ta—

I. Increase  black census of SAC Atlanta  by one (1)—6-30-73 .
SAC Miami—

I. Increase black  census of T ampa Office of SAC Miami by one (1)—6-3 0-73.
II . Increase  min ority census of Miami Office of SAC Miami by one (1)— 6-30-73 .

Office of Secur ity and Audi t, Miami, Flor ida—
I. Elim inate the  zero census of minority employees  when vacancy  occurs—6-30-73.

R eport of Qualifications of P rincipal EEO Officials

I c ertify  th at  the qualifications of all staf f officials concerned with adminis trat ion  
of the  EEO Prog ram inclu ding the  following: EEO Officers; Fede ral Women’s 
Program Coord ina tor (s) ; Sixteen-Poin t Prog ram Coord ina tor (s) ; Other EEO 
Staff Officials; have been reviewed by compete nt autho rity and  the  incumbents 
of these positions meet the standard s outl ined  in Qualifications Standa rds  Hand
book X-1 18 under “Equ al Oppor tun ity  Specia list GS-160” or “Qualifications 
Guide for Col lateral Assignments Invo lving Equal Employm ent Oppor tun ity 
Du tie s” . Evidence th at  the review has been  m ade and its findings are on file and  availab le for review by Civil Service Commission officials.

Signature  of  Regional Commissioner:______________________  Da te:______Agency or In sta lla tion Nam e:_____________________________________
A d dre ss:______________________________________________________________

Full tim e Part t ime

A. EEO PROGRAM PERSONNEL

2. Fie ld: Total number of field employees:
Equal Employment Opportunity  o ff ic e rs ) .. ............................................................................................ 1
Federal wom en’ s program coo rdinator(s) ......................................................................................... .. 1
16-po int program coord inator(s).................................................................................................................. 1
Other EEO office staff off icia ls.................................................................................................................................................
EEO counselors...................... ....................... ......... ......................... ............................................................. 7
Disc riminat ion compla int investigators ................................................................................................................. _...............
Others..............................................................................................................................................................  21

Man-Years Amoun t

B. PERSONNEL AND FISCAL RESOURCES
2. Fie ld:

EEO counseling...................................................................................................................  0.134 $1,780
Complaint processing................ ........................................................................................ ........................... ......................... _
EEO program admin istratio n.............................................................................................  1.384 25, 715
EEO subject matter  t ra in ing.............................................................................................. . 019 2,270

GRADE LEVEL BREAKDOWN, U.S. CUSTOMS, AS OF JUNE 30, 1972 

REGION IV IN TOTAL

Total 
number of
employees Black Spanish Orien tal Women

G S-1 5. .. 6
G S-1 4. .. 13 1 2 . . 1
G S-1 3. .. 30 1 6 . . .
G S-1 2. .. 79 4 24 . . . 5
G S-1 1. .. 114 9 32 . . . 11
G S-1 0. .. 9 2 1 . . .
G S -9 .. .. 230 35 64 1 35
G S -8 .. .. 7 2 1 . . . 4

Total 
number of
employees Black Spanish Oriental Women

G S -7 .. .. 112 4 2 9 ............... 34
GS -6._._ 49 11 8 ............... 20
G S -5 .. .. 122 9 3 9 ............... 62
G S -4 .. .. 61 8 2 1 ............... 29
G S -3 .. .. 23 3 1 2 ............... 9
G S -2 .. .. 3 2 1 ...............
G S -1 .. .. 0 .
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GRADE LEVEL BREAKDOWN, U.S. CUSTOMS, AS OF JUNE 30, 1972-Continued 

REGION IV IN TOTAL—Continued

REGIONAL HEADQUARTERS-REGION IV

Total 
number of
employees Black Spanish Oriental Women

Total 
number of
employees Black Spanish Oriental Women

G S-1 5. ..  4 ...............................................................
G S-1 4. ..  3 ...............................................................
G S-1 3. ..  11 ..............................................................
G S-1 2. ..  8 ...............................................................
G S-1 1. ..  10 1 ..............................  4
G S-1 0. ..  0 ..............................................................
G S -9 .. ..  6 ............................................... 5
G S -8 .. ..  1 ...............................................  1

G S -7 .. .. 10
G S -6 .. .. 5
G S -5 .. .. 23
G S -4 .. .. 9
G S -3 .. .. 1
G S -2 .. .. 0
G S -1 .. .. 0

WILMINGTON DISTRICT

G S-1 4.. . 1 
G S-1 3. ..  2 
G S-1 2.. . 8 
G S-1 1.. . 9 
G S -1 0.. . 1 
G S -9 .. ..  8 
G S -8 .. ..  0

.............................................................. G S -7 .. ..

.............................................................. G S -6 .. ..

.............................................. 1 G S -5 .. ..
1 .............................................. G S -4 .. ..

.............................................................. G S -3 .. ..

............... 1 ............... 1 G S -2 .. ..

.............................................................. G S -1 .. ..

9
3
5
2
5
0
0

CHARLESTON DISTRICT

G S-1 4. ..
G S-1 3. ..
G S-1 2.. .
G S-1 1. ..
G S -9 .. ..
G S -7 .. ..

1 ...................................................
2 .................................................. .
5 1 ................................

11 1 ....................................
13 1 ............... 1
7 ..............................................

2
1
1
2

G S -6 .. ..
G S -5 .. ..
G S -4 .. ..
G S -3 .. ..
G S -2 .. ..

4
10

1
1
1

.................................... 1
..................................  6
..................................  1
1 ..............................................
1 ...............................................

SAVANNAH DISTRICT

G S-1 4.. . 1 
G S-1 3.. . 2 
G S-1 2.. . 7 
G S-1 1.. . 9 
G S-1 0.. . 1 
G S -9 .. ..  14 
G S -8 .. ..  1

..............................................  1 G S -7 .. ..

.............................................................. G S -6 .. ..

.............................................................. G S -5 .. ..

.............................................. 1 G S -4 .. ..

.............................................................. G S -3 .. ..
4 1 ..............................  G S -2 .. ..

.............................................. 1 G S -1 .. ..

5
5
4
4
0
0
0

2
2
1

TAMPA DISTRICT

GS- 15 ... 1
GS- 14 ... 1
G S-1 3. .. 2
G S-1 2. .. 10
G S-1 1. .. 11
G S-1 0. .. 0
G S -9 .. .. 24
G S -8 .. .. 1

G S -7 .. ..  7 2 ...............................  2
G S -6 .. ..  4 1 ...............................  1
G S -5 .. ..  5 ................................................ 3
GS -4 . . . .  6 ...............................................  3
G S -3 .. ..  0 ..............................................................
G S -2 .. ..  0 ..............................................................
G S -1 .. ..  0 ...............................................................

MIAMI DISTRICT

GS- 15 ... 1 ______________________________ GS-7 . 40 4 12G S-1 4. .. 2 . . . GS-6 14 3 1 3G S-1 3. .. 3 . . GS-5 18 3 11
G S-1 2. .. 13 . . . 1 ............ 2 G S -4 .. .. 11 4 1 ............... 5GS-1 1. .. 21 . . 1 ............ 1 G S -3 .. .. 2 2 . .G S-1 0. .. 5 1 . . GS-2 0 .
G S -9 .. .. 73 3 7 ........... 11 G S -1 .. .. 0 . .G S -8 .. .. 1 . . 1'
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GRADE LEVEL BREAKDOWN, U.S. CUSTOMS, AS OF JUNE 30, 1972-Cont inue d 

REGION IV IN TOT AL-C onti nue d

SAN JUAN DIS TRICT

G S- 15 ...
GS- 14 ...
GS- 13 ...
GS- 12 ...
GS- 11 ...
GS- 10 ...
G S -9 .. ..
G S -8 .. ..

Total 
number of 
employees Black Spanish Oriental Women

Total 
number of 
employees Black Spanish Oriental Women

0 G S -7 .. .. 28 2 4 .............. 4
3 2 .............. G S -6 .. .. 9 2 7 .............. 4
6 6 ............. G S -5 .. .. 47 1 3 8 .............. 13

24 1 2 2 .............. G S -4 .. .. 22 1 2 0 .............. 5
36 2 3 1 .............. 3 G S -3 .. .. 13 1 2 .............. 4

1 1 .............. G S -2 .. .. 2 1 1 ..............
66 10 5 3 .............. 7 G S -1 .. .. 0

2 1 1 .............. 1

ST. THOMAS DIS TRICT

GG -14.. .
GG -13.. .
GG -12 ...
GG -11 ...
GG -10.. .
G G -9 .. ..
G G -8 .. ..

1
2
4
7
1

26
1

1 ...........................................
1 ...........................................
2 1 ............................
4 ............................. 1
1 ...........................................

16 2 .............. 7
1 ...........................................

G G -7 .. ..
G G -6 .. ..
G G -5 .. ..
G G -4 ... .
G G -3 .. ..
G G -2 .. ..
G G -1 .. ..

6
5

10
S
1
0
0

1 1 .............. 1
4 ............................. 4
5 ............................. 6
3 ............................. 3

MIAMI—SAC

GS- 15 ...
GS- 14 ...
GS- 13 ...
GS- 12 ...
GS- 11 ...
GS- 10 ...
G S -9 .. ..
G S -8 .. ..

1
3
9

23
21

0
47

0

2 .............................

G S -7 .. ..  48 1 ............................. 2
GS-6____ 7 ...........................................  7
G S -5 .. ..  62 4 3 .............. 6
G S -4 .. ..  17 2 ............................. 6
G S -3 .. ..  0 ..........................................................
G S -2 .. ..  0 ...........................................................
G S -1 .. ..  0 ...........................................................

AT LA NTA -S AC

G S- 14 ...
GS- 13 ...
GS- 12 ...
GS- 11 ...
GS- 10 ...
G S -9 .. ..
G S -8 .. ..

1
6
5
8
0

19
0

G S -7 .. .. 16
G S -6 .. .. 5
G S -5 .. .. 14
G S -4 .. .. 6
G S -3 .. .. 0
G S -2 .. .. 0
G S -1 .. .. 0

SEC URITY AND AUDIT

GS- 15 ...
GS- 14 ...
GS- 13 ...
GS- 12 ...
GS- 11 ...
GS- 10 ...
GS -9.__
G S -8 .. ..

1
2
2
7
0
0
0
0

..........................................................  G S -7 .. ..

..........................................................  G S -6 .. ..

.......................................................... G S -5 .. ..

...........................................  1 G S -4 .. ..

..........................................................  G S -3 .. ..

..........................................................  G S -2 .. ..

.......................................................... G S -1 .. ..

3 ............................................ 1
1 ...........................................  1
1 ...........................................................
0 ..........................................................
1 ............................................ 1
0 ..........................................................
0 ...........................................................
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D e p a r t m e n t  o f  t h e  T r ea su r y , B u r ea u  o f  C u st om s, N ew  O r l e a n s , L a .,

E q u a l  O ppo r t u n it y  A f f ir m a t iv e  A cti on  P la n , M arc h  1, 1 9 7 2 -F e b - 
r u a r y  28 , 19 73
This Equal Opportunity Affirmative Action Plan carries the endorsement of the undersigned principal field officers who expect to meet all program goals and objectives through close adherence to the plan as required by the  Equal Employment  Opportunity Act of 1972.
Customs Agency Service District  6:

Acting Special Agent in Charge.
R e g io n a l  C o u n se l,  N e w  O r le a n s , L a . :

(Vacancy), Regional Counsel.Customs Region V:
C . W . F is h e r ,

Acting Regional Commissioner.Regional Director (Security & Audit), New Orleans, La.:
(Vacancy), Regional Director [Security and Audit) .

OBJECTIVE I:  PROVIDE ORGANIZATION AND RESOURCES TO ADMINISTER AN EFFECTIVE EEO PROGRAM IN A 
POSITIVE MANNER

Action Responsible offic ial(s) Target date

1. Designate a qua lified  staff  to carry out all  aspects of the
equal oppor tun ity program throughout the region, includ ing 
a fu ll range of a ffirm ative actions.

2. Allocate fiscal resources (man-years, dol lar cost) to effec
tively  administer the overall EO program, wi thin budget
ary limitations.

3. Have an EO advisory  committee to review development of
action plan and make recommendations. Committee to 
meet monthly , and to include representatives of minorit y 
employees and women.

5. Issue policy statements annually stressing sup port for the 
EO program.

5. Revise and update EO action plan annually, to include
goals and timetables  wi thin framework of program 
objectives.

6. Assure tha t all employees in the  region are aware of the
program and developments by means of personnel handbook,  bu lb tin  boards, region house organ, and 
other appropriate  means.

7. Submit to the Bureau EO Office all required reports as
designated in the Federal Personnel Manual.

8. Provide for  EO counselors to submit narra tive reports on
cases handled and a synopsis of problems of the  EO 
counseling program.

9. Special bullet in boards for  equal opp ortu nity  announce
ments and materia l w ill  be placed in appropriate loca
tions  throughout the region, with postings updated 
periodically as needed.

10. Include equal opp ortu nity  coverage in orientation  of all 
new employees.

Regional commissioner and 
personnel officer.

Regional commissioner and 
personnel officer , budget 
officer, EOO.

Regional commissioner and 
personnel officer, EOO.

Oct. 1,1972.

Nov. 1,1972.

Dec. 15,1972.

Regional commissioner,  EOO.. .. 

EEO personnel of fice r....................

Regional commissioner and 
personnel officer, EOO.

January 1973; an 
nually .

November 1972; 
annually.

January 1973; 
cont inuing.

EOO personnel officer_________

EOO counselors.............................

EOO personnel o fficer...................

As requ ired ; 
continuing.

January 1973; 
quarterly.

October 1972; con
tinu ing.

.do. July  1,1972; 
cont inuing.

OBJECTIVE I I : INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB CANDIDATES 
FROM ALL SOURCES

1. Establish and maintain contacts with local community
groups and schools which can assist in the  recruitment 
and placement of minority group and female candidates 
for employment. Participate in Career Days, Job Fairs, and other activ ities  which help to inform such candidates 
of employment opportunities in this Customs region, in
clud ing professional-level occupations.

2. Participate in educational programs designed to prepare
minorit y group and female candidates for Federal 
employment,  such as work-s tudy and manpower programs.3. Make certain that all recruiting efforts roach black, fem ale ,
Spanish-surnamed and other minority group students/ 
applicants. Periodically mon itor recruitm ent  efforts  to in
sure they reach all sources, inc luding particula rly minor
ity  groups and women.

4. Conduct recruiting act ivitias and disseminate job  inform a
tion and literature at schools with substantia l min orit y 
group or female enrollment. Use minorit y group and fe
males as members of recruit ing teams.

5. Provide equal opp ortunity  tra inin g and orientation  fo r all
recru iters.

6. Make a special e ffort  to inform Spanish-surnamed and other
minority group veterans of the availabi lity of noncompeti
tive appoin tments for  Vietnam-era veterans including 
GS-5 level.

PFO’s* and personnel officer, July  1, 1972; 
EOO DD's. continu ing.

Personnel officer,  EOO supe r- Do.
visors.

Persone! officer, EOO PFO’s . . .  Do.

.........do______ _____  Do.

.........do____________    Do.

.........do............. ...............................  Do.

See footnote at end o f table
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OBJECTIVE I I I :  ASSURE THE FULLEST POSSIBLE UTILIZATION OF EMPLOYEE SKILLS

OBJECTIVE IV : ASSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR 
SKILLS, PERFORM AT HIGHEST POTENTIAL, AND ADVANCE WITH AB ILITY (UPWARD MO BIL ITY )

Action Responsible offi cia l(s ) Target date

1. Conduct surveys in the existing work force to determine Personnel officer, EOO opera- January 1973; an-
degree of uti lizatio n of employees and to avoid under- tion officers , management nually.
uti liza tion . Review occupational fields and grade levels to analyst.
determine uti lizatio n and skills , wi th par ticu lar emphasis
directed  toward grades GS-7 and below, and min ori ty
and female employees.

2. To the extent possib le, redesign or  res truc ture jobs and Personnel officer, EOO manage- January 1973; com
establish ent ry level and trainee positions to facilit ate  ment supervisors, RC. tinuing
upward movement.

3. Develop goals and timetables for those occupations, posi- Personnel officer, EOO super- Do.
tions, and grade levels where  minority  group and female visors, RC. 
employees are underutilized.

4. Assist those employees identif ied as underutilized in u s in g .........do............................................ July 1,1972, con-their  sk ills  by encouraging them to apply for positions of ................. tinuing.
greater responsibili ty which would fu lly  util ize the ir 
sk ills.  Disseminate info rma tion  on promotional op
por tun ities and selection fo r promot ion to all employees.
Provide for employees to recr ive considerat ion for deta ils,  
tra ining , or  work assignments.

5. Analyze lower-grade positions and occupations wi thin the  Personnel officer,  EOO upward Do.
region to iden tif y patterns of  entrance and movement mob ilit y coordinator,  
upw ard ; establish avenues for movement from lower level 
to higher level career ladders.

6. Have a career development plan appropria te f or  the re g io n,.........do......... ................................... Do.
wi th par ticu lar emphasis on lower-grade employees who 
appear to be underutilized and have advancement po
tent ia l; perio dica lly review and update  as needed.

7. Establish tra inin g and education programs,  career c o u n -____ do_____________________.  Do.seling , and guidance fo r maximum opportunities  for 
employees to advance, to perform at thei r highest  
potential.  Equal cons ideration to be given to all em
ployees.

8. Provide fo r ski lls  development tra ining  programs related Personnel o fficer, EOO_________ Do.
to the region’ s manpower needs, designed to qua lify  
employees for  promotion to speci fic job s; the tra inin g 
to be availab le to as many employees as possible who 
can benefit and wish to participate.

9. Conduct periodic  reviews of promotions, reassignments a n d .........do____ _________________ January 1973;
details to determine if  any corre ctive action may be semiannually,indicated under upward mo bil ity  guidelines.

10. Insure tha t upward mo bil ity  program objectives are pub- Personnel o fficer,  EOO managers January 1973;licized and understood by all employees, supe rvisors, supe rvisors. continu ing,
and region of ficials.

OBJECTIVE V: PROVIDE TRAINING, ADVICE, INCENTIVES, AND PERFORMANCE EVALUATION TO ASSURE EO PRO
GRAM UNDERSTANDING AND SUPPORT BY MANAGEMENT AND SUPERVISORS

1. Include equal opportunity  coverage in supervisory and Personnel officer, E O O .. ............January 1973;manageria l t rain ing  so as to instruct  and advise managers continu ing,
and superv isors in carry ingout their  respons ibil ities under 
the program.

2. Provide for  orie nta tion, tra ining , seminars in equal oppor- Personnel officer and regional Early 1973 (when
tunit y program adm inis trat ion for region equal opp ortun- commissioner. scheduled),ity  officer, counselors, and key superv isors.

3. Submit schedule of EO seminars to Bureau EO Office........... Personnel officer, E O O .. ............ Do.
4. Consider performance in the  EO area in evaluating the  Regional commissioner, DD’s January 1973; con-

effectiveness of supervisors and managers; recognize PFO’s 1 and personnel officer, tinuing.
those who make ext raordinary  con tributio ns to the pro- EOO.
gram. Encourage use of  the incentive  awards program to
th is end. Provide for perio dic counseling  when deemed
necessary.

5. Encourage minori ty group employees and women to compete Regional commissioner and per - February 1973;
for nomination as Customs Region V ‘ ‘Employee of the  sonnel officer, EOO supe r- ann ual ly.Ye ar. " visors.

6. Assure tha t female and minority  group  employees a r e ____ do........................................ .. July  1,1 972; con-
recognized for performance awards. Public ize such tinuing.awards throughout region.

See footnote at end o f table



OBJECTIVE VI : PARTICIPATE IN COMMUNITY EFFORTS TO IMPROVE CONDITIONS WHICH MAY AFFECT 
EMPLOYABILITY WITH THE FEDERAL GOVERNMENT

Action Responsible off icia l(s)  Target da te

1. Cooperate wi th other local Federal agencies (Federa l Exec- PFO’s and personnel officer, July 1, 1972; con-
utive  Board and othe rs) in com munity  action proje cts EOO DDJs. tinu ing .
which have an effect  on Government e mp loyability .

2. Encourage management officia ls in the region and dis tric ts Regional commissioner and Do.
to part icipate in local commun ity activ ities , to the extent PFO’s, EEO DD's.  
such act ivit ies  concern customs services or  personnel 
recruit ing  needs.

3. Cooperate with schools, civic , and commun ity groups by EOO personnel officer, D D 's . . . .  January 1973; con-
furnishing qual ified  employees as speakers on customs tinu ing .
operat ions and services; inv ite school groups to observe 
customs functions at region and distr ict  fac ilit ies .

OBJECTIVE V II : PROVIDE FOR INTERNAL PROGRAM EVALUATION AND PERIODIC PROGRESS REPORTS

1. Collect, ma inta in, and analyze sta tist ica l data on mino rity EOO personnel officer..................Nov. 30, 1972; qua r-
group and women employees in the region.  terly .

2. Evaluate the  effectiveness of all equal opp ortu nity  a ct ivi ties PFO’s,1 EOO personnel officer, Nov. 30, 1973; an-
and progress of the program with in  the region. Submit DD ’s. nually.
evaluation report to Bureau EO Office.

3. Main tain  contact wi th local Equal Employment  Oppor tun ity EOO personnel officer and EO July 1, 1972; con-
Commission Office, Civil  Service Commission local and coordinator. tinuing.
regional offices, and Bureau EOO Office for  exchange of 
ideas and for advice  and counseling on the program.

OBJECTIVE V II I:  PROVIDE EQUAL OPPORTUNITY COUNSELING, AND INSURE PROMPT, FAIR, IMP ARTIAL 
PROCESSING OF ANY EMPLOYEE COMPLAINTS OF DISCRIMINATION

1. The equal opp ortunity counselors w ill  be responsible fo r Counselors, E O O .. .. .................. July  1, 1972; con-
prom pt and fa ir handling of any complaints of disc rimina- tinu ing .
tion in accordance with established guidelines , with 
review and guidance by the region equal opportunity  
officer as required.

2. Public ize throughout the region the ava ilab ility  of EO EOO personnel officer_________ July  1, 1972; con-
counseling, inc luding names, locations, and phone tinu ing, as changes
numbers of  counselors, region EO officer,  EO offic ials in occur.
Bureau headquarters and Treasury Department.

3. Periodically  review the effectiveness of counselors hav in g____ do______________________January 1973; con-
compla int processing responsibili ties. Counselors to be tinuin g as requ ired,
replaced and trained when necessary.

4. Provide for appropria te discipl inary and corre ctive action PFO’s >____________________ _ As required.
to be taken in any case where facts prove there  has been 
disc riminatory  practice.

5. Provide f or  fo llowup action when required to insure  correc- PFO’s 1 and Regional Commis- Do.
tion  of conditions which led to filing  of any complaints . sioner, EOO

6. Be certa in tha t all employees in the region are fa milia r w ith  PFO’s,1 EOO personnel officer. July 1, 1972; con tin-
the discrimination complaint  system; dis tribute  agency- and counselors. uing.
developed and Civ il Service Commission lite rature  and 
directives outlin ing  procedures. Orientation fo r new 
employees w ill  include informa tion on customs EO policy.

* Principal field officers:  Regional commissioner,  regional director, secu rity and aud it, special agent in charge,  and 
regional counsel.



I certify  th at the  qualifications of all staff officials concerned  with adm inistra
tion  of the  Equal Oppor tun ity  Program in this Customs Region, including the  
following: Equal Opp ortu nity  Officer; Women’s Program Coordinator ; Sixteen-  
Point Program Coo rdinator ; Other EO Staff Officials have  been reviewed by 
com pete nt a uth ori ty and  th e incum bents meet the  sta nda rds  outlined in Qualifica
tions  Stan dard s Handbook X-118 under “Equal Oppor tun ity Specia list GS-160” 
or “ Qualifications  Guide F or Collateral Assignments Involving Equa l Employmen t 
Oppor tunity Duties” . Evidence th at  the  review has been made and  its findings 
are on file a nd avail able  for review by Civil Service Commission officials.

C. W. F isher,
A c t i n g  R e g i o n a l  C o m m is s io n e r .

TREASURY DEPARTME NT, BUREAU OF CUS TOM S, NEW ORLEANS, LA .-R EG IO N V 
EQUAL OPPO RTUN ITY  PR OG RA M- PE RS ON NE L AND FISCAL  RESOURCES

Man-years Dollars *

EO counseling .................................................................................................................................
*  Complaint processing............................................. . ............................................................... ..

EO program adminis tra tion...........................................................................................................
EO subject matter t ra in in g............................................................................................................

0.0 3 $500
.0 5 1,00 0

1.02 15, 800
.0 8 »2 , 500

1 Estimated, inc lud ing  salaries and benefits, travel, other .
2 See attached supplementary tra ining  plans, cont ingent upon allocation of add ition al funds.

A l l o c a t i o n  o f  p e r s o n n e l  a n d  r e s o u r c e s  f o r  e q u a l  o p p o r t u n i t y  p r o g r a m — T o t a l  n u m b e r  

o f  e m p lo y e e s  i n  r e g io n  V ,  ĵ 37

Equal opportu nity  officer (GS-11)__________________________________  1
Women’s program coordinator and  16-point prog ram coordin ator  (GS-

11)----------------------------- ------------------------------------------------------------ 1
Equal opp ortu nity  counselors (GS-11)______________________________  2
Others (region personnel officer, GS-12; personnel employee relat ions  

specialis t, GS-11; and  employment development specialist (train ing) ,
GS-11)............................................................................... . .............................  3

97-7 89— 73------ 9



CUST OMS REGION V -N E W  OR LEAN S, LA .— PE RSON NE L ST AFF  

REGION CO NS OL IDA TE D FIG URES

Total Negro Span ish Indian Other
Male Female Male Female Male Female Mala Female Male Fem ale

GS -15......... .. 3 . . .
G S- 14 .............. 7 . . .
G S -1 3 .. ............ 16 . . .
GS -12 ................ 34 7
GS -11............... 50 9
GS -10 ................ 4 . . .
GS- 9................. 91 9
G S- 8________ 3 5
GS- 7................. 52 16
GS- 6................. 8 13
GS- 5................. 39 29
GS- 4................. 4 17
G S- 3................. 1 3
GS- 2................. 1
G S - 1 . . . . ........ 1 . .

Total . 313 109

WS-5..
WG-9 .
WG-6.
WG-5.
WG-3.

To ta l.

8 . .
2 . .
1 .

3 .................
7 .................

1 6 .................
34 7
47 8

4 . . .
86 8

3 5
48 16

4 13
36 27

2 16
2

..................... 1

1 290 103
~  1 .................

1 ................

.......

3 .................

REGION HEA DQU ART ERS  (IN CL UD ING LABO RA TO RY)

GS -15.....................
GS -14 .....................
GS -13.....................
GS -12 .....................
GS -11 .....................
GS- 9.......................
GS- 8.......................
G S -7 ......................
GS- 6.......................
GS- 5.......................
GS- 4.......................
GS- 3.......................
GS- 1.......................

2 ..................................................
3 ..................................................
7 ...................................................
12 2 ..................................
6 3 1 ................
3 4 ..................................
1 1 ..................................
2 2 .................................
1 4 ...................................
2 11 ................. 1
1 8 1 ................

1 ................. 1
1 ..................................................

2 .................
3 .................
7 .................

12 2
5 3
3 3
1 1
2 2
1 4
2 10

8

Su b to ta l. ..  41 36 2 2 1 ..................................
WG-9...................... 1 ....................................................................................................................

38 33
1 .................

To tal _____  4 2 .......................................................................................................................... 3 9 .................

Note: Total employees in region: 437—Male 75 percen t; female 25 percent; Negro 8 perce nt; Spa nish  and Indian L  percent; Other 91 percent.

1



CUSTOMS REGION V -N E W  ORLEANS, LA.— NEW ORLEANS DIST RI CT  (IN CLU DI NG  PORT OFFICES)

Total

Male Female

Negro

Male Fem ale

Spanish Other

Male Fem ale Male Female

GS- 15 ............................ 1 . . . . 1 .GS- 14 _____________ 2 . . . . 2 . . .GS- 13 ............................ 3 . . . . 3 . . .GS- 12 ...........................
GS- 11 ...........................

12
27

3 . . . .  
5 1 . . . . 1

12
26

« 5 i  3
4GS-1 0_____________ 3 . . . . 3 . . .GS- 9______________ 57 5 2 . . . . 1 . . . . 54 5GS-8 ______________ 2 1 . . . . 2 1GS- 7........................... 23 8 1 . . . . 22 8GS- 6.............. ............... 7 6 4 . . . . 3 6GS- 5.............................. 12 10 . . . . 1 12 9GS- 4.............. ............... 3 5 1 1 . . . . 2 4GS- 3.......... ................... 1 2 1 . . . . 2GS- 2_______________ 1 . . . . 1

Subtotal_____ 153 46 10 1 1 2 142 43W S-5 ............................. 2 . . . . 1 . . . . 1 . .WG-6..................... .. 7 . . . 7 . . . .WG-5 ............................. 3 . . . 2 . . . . 1 . .WG-3 ............. ............... 1 . . . 1 . . . .

To ta l................  166 .......................  21 ........................................................................ 144 .......................

CUSTOMS REGION V -M O B IL E , ALA. DI ST RI CT  (IN CLU DIN G PORT OFFICES)

Total Negro Other
Male Female Male Fem ale Male Female

GS-14 . 
GS-13  
GS-12 
GS-11 . 
GS-10 . 
GS - 9 
GS - 8. 
GS - 7. 
GS - 6 
GS-  5 
GS-  4

1
1
4
C
1

15

3

i

2
3
1
2
1

2
1

Subtotal .................... 32
WG-6 ...................................... 1

I? 1 .............................. 31 12
1 .........................................................................................

Total 3 3 ..............................

CUSTOM S AGENCY SER VICE, NEW ORLEANS, LA., MO BILE , ALA., AND BATON ROUGE, LA.

GS- 14 ..................................... 1
GS- 13 ..................................... 4
GS- 12 ..................................... 3
GS- 11 ..................................... 11
GS-9 ....................................... 17
G S -8 ....................................................................
GS- 7.......................................  24
GS-6 ...........................................................
G S -5 ...................................... 24
GS-4 ......................................................

Total 84 76

OFFICE OF REGIONAL DIRE CTOR, SECU RITY AN D AUDIT , NEW ORLEANS, LA.

GS- 13 ..................................... 1
GS- 12 ..................................... 2
G S-5 . ..............................................................

Note: 1 Spanish-surnamed ma le G S-5  added to above sin ce printou t of  Sept . 30, 19 72 .
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Goals and T imetables

A positive  effort will be made to employ two black males for our Mobile Ala., 
Dis tric t in the  career-pa tter n positions within the  next six months, if and  when 
vacanc ies occur or funds  a nd spaces are authorize d.
2* A reque st has been subm itte d for a Clerk-S teno GS-5 for our  Equal O ppo rtunity 
/PI O/Ma nag em ent  Analysis offices in Region HQ, when such a position  is a uth or
ized. A concentra ted effort will be made  for  a qualified  minor ity employee (black 
female) for this position.

A GS-1 Spanish-surnamed male messenger in Region HQ was recently con
sidered by our Financial Managem ent Division to have potentia l for more re
spon sible  duties  and was offered an opportunity as a  GS-2 Clerk. He is present ly 
undergoing on-the-job training, and will be reta ined  in the  position if he can per
form the duties—and possibly qualify e ventual ly for a  higher grade.

Efforts  will be m ade to recruit  qualified eligible minori ty employees for the  New 
Orleans Dis tric t and  Agency Service when authorized spaces occur.

UPWARD MOBILITY

One employee—a  WG -3 minority Labo rer—has been recognized for dependa
bility and was recommended for par ticipat ion  in the Upward Mobility program to 
improve his educatio n, thus enabl ing him to perform in a position of grea ter 
responsibi lity with  promotion potent ial.  The  goal is to upgrade this employee’s 
basic skills w ith training for  a GS position for which he could  apply. An app ropri
ate  course of study  will begin in Jan uary 1973.

In  t he  Foreign  Mail Section of the New Orleans Dis tric t t here are two special 
ists, one clerical, and  two wage-grade minority employees. The  work load has 
increased, crea ting  a need for add itional clerical and specialist personnel. The  
supervisor has recognized the performance of one of the wage-grade men, bu t his 
limitations are due to lack of education. The supervisor has requested he be included 
in the  Upward Mobility program for upgrading of basic skills to prepare him for 
possible conversion to a GS-5 Mail Technician and assume grea ter responsibili ty. 
The  goal is to make available  to this employee a four-month course of study  
beginning in January 1973, to include Basic Math, English  and Reading, thus  
projecting his eligibility for conversion upward by Ju ne 1973.

Memorandum—October 16, 1972
To: All Customs Employees, Customs Region  V and  Customs Agency Dis tric t 6. 
From : Hal M. Seale, Acting Regional Commissioner.
Sub ject:  C urrent  Equal Employment Oppor tunity Officer and  Equal Employment 

Opp ortu nity  Counselor.
customs region v

Equal Employment Opportunity Officer (Acting): Sumter L. Lallande,  Room 
13015, Federal Building, 701 Loyola Avenue, New Orleans, Louisiana 70113.

Equal Employment Opportunity Counselor: Joh n J. Ga ritt y, Jr.,  Room  200, 
Customhouse, 423 Canal Stree t, New Orleans, Louisiana 70130.

The  above is furnished for your information pending issuance  of revised Per 
sonnel Handbook No. 2, Equa l Opportunity , Customs Region V.

Memorandum—D ecember 19, 1972
To: All Employees: Customs Region  V, Customs Agency Dist rict  6, Office of 

Security and  Audit, and Regional Counsel.
From: Thafse R. Guillot, Direc tor, Personnel Management Division.
Sub ject: Pre sident ’s Freeze on Hiring and Promotion.

The  Customs Principal Field Officers h ead quartered in New Orleans hav e au
thor ized  me to inform you on the  Pres iden t’s freeze on the  s ubject ma tter.
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The President announced a freeze, effective December 11, 1972, on the  civilian 
employees and  the  promotion of mili tary  and  civilian personnel by Executiv e 
Branch agencies. The freeze will remain in effect unti l the  new budget is tra ns 
mi tted to Congress in Jan uary 1973. The freeze will be relaxed at  th at  time, bu t 
only to the  extent  permitted by the  revised spending goals for Fiscal Year 1973.

The Pres iden t has made  i t clear th at  i t is his firm intentio n to hold down un 
necessary Federal  spending, so th at  we can be spared the higher prices and /or 
higher taxes  th at  such spending inev itably genera tes.

The following personnel actions are immediate ly frozen: New hires, prom otions 
(including trainee- journeym an),  upward reclassification of positions, transfer s 
from other Federal agencies.

Actions which will not be affec ted: Step increases, general pay raise at  tu rn  of 
year , transfers  within  Depar tment  (not involving promotions) .

Exceptions to the  Pres iden t’s order will be perm itted in cases where th e action s 
are essential to preserve hum an life and  safety , to pro tect property, to preserve 
the  con tinu ity of government or for emergency situation s. All except ions will 
requi re prior approval of the  Office of Managem ent and  Budget.

Customs R egion V Training U nder EEOP Action P lan,
New Orleans, La.—November 1972

The atta che d supp lements FY  1973 training plans for employees  in the 
Customs Region V geographic area.

Because of aus ter ity  measures  t ake n in all phases of our opera tions , this  Region 
prep ared  the  attached EEO  training plans  for FY  1973 contingent upon  receip t 
of funds.

Rece ipt of below funds by December 1972, should allow us to accomplish 
EEO train ing as scheduled (Item 9, a tta ch m en t) :
Customs Region V______________________________________________  $5, 448
Customs Agency Service, Dis tric t 6________________________________  446
Securi ty and Audit, New Orleans_________________________________________

To tal ____________________ _______________________________  5, 894
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PROPOSED UPWARD MOBILITY TRAINING

Num ber  of
employees Hours

Better office sk ills  fo r secretaries............................................. ...................................................
Basic typ ing . .................................................................................................................................
Refresher typ ing.............................................................................................................................
Basic shorthand..............................................................................................................................
Refresher shorthand.....................................................................................................................
English, spelling , punctuat ion__________________________ ____ ____ _________ ____
Basic math, reading, and wr itin g sk ills............. ........................................................................
Basic customs c lassification and value and inspect ion and cont rol functions........................

15
21
64
5 
5

16

32
90
32
90
18
40
30
8

R egion VI, H ouston—E qual E mployment Opportunity Affirmative  
Action P lan, F iscal Year E nding J une 30, 1973 

FOREWORD

The purpose of this  plan is to document those  actions which will be tak en 
by the  m anagement of Region VI, Bureau of Customs, during the period covered 
by the  plan , in orde r to  assure tha t equal opportunity is a  day-to-day  manag ement 
responsibili ty within  the  region.

The  plan  was dra fted with  full consideratio n given to the  requiremen t of Civil 
Service Commission Bulle tin No. 713-25 and supp lements thereto . Inform ation 
and advice was received from members of the Regional Advisory and  Plann ing 
Committee  for equal employment opp ortuni ty and  a dra ft was furnished the  
National Customs Service Association with  a reques t for the ir comments. All 
comments and  suggestions received were considered in the  deve lopment of the  
plan.

As indicated in the  plan the  objectives set forth and  the  exten t of thei r ac
complishment will be reviewed periodica lly, with repo rts being sub mitted at  
least annually  to the  Commissioner of Customs, through the  Direc tor, Equal 
Opportu nity  Division, Washing ton, D.C.,  with copies being furnished the  Re 
gional Direc tor, Civil Service Commission, Dallas, Texas. This periodic review, 
and  the changes recommended as a resu lt thereof, will be incorpo rated  in successor 
plans, with  full recogni tion of cur ren t needs and  new problems which emerge.

This plan is based on an assessment of the  existing employment situ atio n 
within thi s region. It  is recognized th at  from a “to tal num bers” stan dpo int,  
more than  one quart er of our total work force is made  up of minority group 
members. It  should also be noted  t ha t 21% of our tot al work force is represente d 
by female employees. However, managem ent believes th at  minority group 
members and  females do not  occupy  in sufficient numbers  those positions which 
have been classified in the  h igher grades.  It  is, then , this  object ive toward which 
we must  exert our efforts.

Many of t he  action items place the  prim ary responsibil ity upon  officers in the  
Personnel Manage ment Division. The Director of the  Personnel Management 
Division and  his branch  chiefs have  been apprised of this  responsibility  and  
have expressed their approva l and concurrence to the  overall EEO plan.

All actions set  forth in this  plan are designed to achieve  the  goal indicated 
and is in  full compliance with the  principles of the  merit system for federal em
ploym ent and  promotion.

This plan should be avail able  to all employees of the  activ ities  of the  Bureau 
of Customs located in this geographic region. It  shall also be made available to 
any and  all inte rest ed individual s and  groups. Comments and suggestions from 
all employees and  inte res ted  individual s and  groups not  direc tly affiliated  with  
the  Bureau  of Customs a re welcome.



Exhibit  I
Qualifications of P rincipal EEO Officials

I certify  th at  the qualifications of all staff officials concerned w ith ad min istration of the EEO Program have been reviewed by compete nt autho rity  and  the  incumbents of these positions meet the  standa rds  outlined in Qualifications Standa rds  Handbook X-118 under “ Equal Opp ortu nity  Special ist GS-160,” or “Qualifications Guide for Colla teral Assignments Involving Equ al Employm ent Oppor tun ity Dut ies.” Evidence th at  this  review has been made  and its findings are on file and  available for review by Civil Service Commission officials. Those indiv iduals immediately concerned with the adm inis trat ion of the  Regional EEO Program are:  Regional EEO Officer, Federal Women’s Program Coordinator , the  lG-Point Program Coord inator, and the  EEO  Counselors.
Cleburne Maier ,

Regional Commissioner.
W. E . Boarman,

Regional EEO Officer.
Robert A. Stevenson,

SAC, District 7.
William F. H ughes,

SAC, District. 8.
Arthur L. Adams,

SAC , District 9.
Gus  W. H errman,

Regional Director, Security and Audit.
BUREAU OF CUSTOMS—AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY PROGRAM

OBJECTIVE I :  TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THIS REGION IN A POSITIVE AND EFFECTIVE 
MANNER

Action steps Responsib le official Target date

1. The regional commissioner, the  special agents in charge, and
the regional directo r, secur ity and audit  will ann ual ly re
affi rm their  Equal Employment  Opportunity  policy by a 
let ter  to a ll employees whicn may be published in the regional 
house organ, “ The V lth  Sense,”  or by special letter .

2. The regional Equal Employment Opportunity  action plan w ill  be
revised and updated annually with a repor t made stating the 
degree of success in achieving the objectives set fo rth  in the 
previous plan.

Regional commissioner; spe
cial  agents in charge, 
dis tric ts 7, 8, and 9;  
regional director, secu rity 
and audit .

Regional EEO office r.............

Mar. 15,1973.

Ap ril  1973.
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BUREAU OF CUS TOMS-AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY PROGRAM—Continued
OBJECTIVE I :  TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THIS REGION IN A POSITIVE AND EFFECTIVE 

MANNER— Continued

Action steps Responsible o fficial Target date

3. Ascertainment tha t the regional EEO officer, the Federal
women’ s program coordinator , other EEO staff  offic ials,  
and the EEO counselors responsible  fo r carry ing  out the 
program are ful ly  qua lified to do so. Standards for  measuring such qualif ications of EEO officials  are published by the Civil  
Service Commission in Quali fications Standard Handbook 
X-118 under “ Equal Opportun ity Specialis ts, GS-160" and 
for par t-time EEO offic ials  under ‘ 'Qua lifications Guide for 
Collateral Assignments Involving EEO Duties.” (See cer tifica
tion  attached as ex hib it 1.)

4. For the period covered by th is plan it  is ant icipated tha t the
regional office proposed allocat ion o f personnel and resources 
to carry out the EEO program w ill  approximate 2* ^ man- 
years fo r an estimated annual allocated dollar  cost of  $25,000. Exhibit II  identif ies the personnel and fiscal re
sources which we antic ipate devo ting to the EEO program 
dur ing  the life  of th is  par ticu lar action plan

5. The specific responsibili ty and au thor ity  for  the  EEO program
management at all levels wi thin  the  region rests wi th the 
regional commissioner, who in turn has delegated th is 
responsib ility to the EEO officer who w ill  assure implementa
tion of the  regional commissioner’ s policy w ith respect to the 
program.

6. An EEO advisory and planning committee w ill  be established in
the regional office. This committee  w ill  be chaired by the 
EEO officer and made up of employees from  the various 
organizat ional segments and shall include a min imum of the 
fol low ing :

(a) The regional EEO o ffice r;
(b ) The Federal w omen's program coordinator ;
(c)  The coordinator for the 16-point  program for the

Spanish speaking;
(d ) A representative or officer of the National Customs

Service Association;
(e)  The regional personnel offi cer ;
(f ) At least 2 of  the  5 EEO counselors.

The committee w ill  meet periodica lly to discuss program 
matters and exchange ideas and views no less than once each 
quarte r.

7. EEO counselor repor ts on precomp laint  counseling act ivity  w ill
be submitted monthly to regional EEO officer who w ill  con
solidate and forw ard a monthly report to Bureau’s Director, 
Equal Opportun ity Division.

8. Narrative  reports will  be subm itted mon thly  to the regional
EEO officer by the EEO counselors outlin ing  the cases 
handled by the  counselors and setting forth  a synopsis o f the 
problems experienced in the EEO counseling program.

9. EEO seminars and meetings will cont inue  to be conducted and
will  include all supervisory employees at all grade levels.

Regional personnel o ff ic e r .. ..  Continuing (whenever 
changes occur  in 
appointme nt of  
EEO officia ls).

Regional commissioner; spe- Ap ril  1973. 
cial agents in charge, 
dis tric ts  7, 8, and 9; 
regional director, secur ity 
and aud it

Regional EEO officer________ In effec t and con
tinu ing .

.do.................. .....................Committee to be
forma lly estab
lished by Jan. 31, 
1973.

EEO counselors  Month ly.

do........................................  Do.

Regional commissioner; spe- Apr il 1973. 
cial agents in charge, dis
tri cts 7, 8, and 9; regional 
directo r, security and aud it

OBJECTIVE II : TO MAKE CERTAIN THAT RECRUITMENT ACTIVIT IES ARE DESIGNED TO REACH AND 
ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. The personnel office of region VI w ill  establish and main tain
contacts wi th local community groups and colleges which 
can assist in the recruitmen t, placement, and improvement 
of job  opportunities for  all potential  employees inc luding 
minority groups and female candidates. Representatives in 
the personnel divis ion will  par ticipate on a continuing basis 
in job fairs, career days, and other act ivities which w ill  help 
to inform minorit y group and female candidates of our 
employment opportunit ies.

2. Conduct recruit ing  act ivities and disseminate job  and career
opp ortunity  info rma tion at schools and colleges w ith a sub
stantia l minorit y group or female enro llment. Use minorit y 
group and female employees as members of recruiting 
teams, par ticu larly when recruit ing at schools with sub
stan tial minority group or female student bodies.

3. Inte nsi fy our drive to recruit Span ish-surnamed persons
par ticu larl y for  inspector and import spec ialist  positions in 
those geographic areas with  a high percentage Spanish
speak ing population.

4. Where opp ortu nity  has not been previously provided, all
employees who part icipate in recruit ing functions and who 
part icipate on promotion panels must be provided wi th 
EEO t rain ing  and orientation.

Chief,  Recru itment and Em
ployment Branch.

March 1973, and 
cont inuing .

do. Do.

___ do........................................  Do.

Chief,  Tra inin g and Career Apri l 1973. 
Development Branch.
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BUREAU OF CUSTOMS— AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY 

PROGRAM— Continued

OBJECTIVE I I:  TO MAKE CERTAIN THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT 
JOB CANDIDATES FROM ALL SOURCES— Continued

Action steps Responsible officia l Target date

5. The region w ill  continue to uti lize special employment pro
grams which prov ide par ticip ation and developmental wo rk 
tra ining  oppo rtun ities for the economically or educational ly 
disadvantaged. This  includes work study cooperative educa
tion programs and s im ila r arrangements which are designed 
to  prepare students and youth in general for Federal em
ployme nt; par ticu lar  emphasis should be given to shortage 
category occupations.

6. Assure that  opportunities fo r part- tim e employment are
made known to employees and possible applicants by con
tacting  local mino rity group and women's  organizations, 
commun ity action organizations, and local offices of the  
Texas State Employment Commission.

7. Dis tribute special rec rui ting  brochures and leaflets to appro
pria te locations in order to attract  mino rity group and 
fema le candidates.

8. Make a special effort  to info rm veterans (particula rly  Spanish
surnamed and othe r minority  veterans) of the  ava ilab ility  
of noncompetitive appo intments fo r Vietnam era veterans 
up to and inc lud ing  th e GS-5 level.

9. Periodica lly review the minority  group sta tisti cal  report (see
table  A ) to  de term ine i f corrective action is taken regarding 
the  positions and average grade of minorities  and females 
in relat ion to the to tal work force at each Customs location.

10. Continue to emphasize to dis tric ts the ava ilabil ity  of selective
placement,  on a bilin gual basis, so Spanish-speaking 
persons may be reached for  appointments to positions deal
ing with  Span ish-surnamed populations.

11. Advertise job opportunities in local ethn ic newspapers and
community publ icat ions , in order  to increase the number of 
qualified applicants fo r positions wi th U.S. Customs in 
region VI.

12. Recruitment efforts by Personnel Division will  be monitored
to assure that all app ropr iate efforts are made to acquire 
the best qual ified  employee regardless of color, race, 
relig ion,  sex, o r national origin .

13. Attempts w ill  continue to  be made to h ire fo r summer emp loy
ment high school and college teachers from  schools that  
serve predominan tly minorit y group students to give them 
an insight  into  Customs operations.

Chie f, Recruitment and Em- June 1,1 973, and 
ployment Branch. continu ing.

.........do.................................May 1,19 73 , and
continu ing.

.........do................................ Dec. 1 ,1972, and
continu ing.

.........d o . . . ......... ............. . . s : . -  Jan. 1,1 973, and
continu ing.

Regional EEO o ffic er.................Quarterly.

Regional personnel o ff ic e r .. ..  Mar. 31,1973.

____ do ........................................  Ap ril 1973.

Assistant Regional Commis- Do.
sioner (Admin ist rat ion ).

Chief , Recruitment and Em- Do.
ployment Branch.

OBJECTIVE I I I :  TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES

1. Conduct util iza tion  surveys of all  personnel in order to deter
mine and iden tify individual  employees who are being under 
util ized . This survey w ill includ e occupational f ields and grade 
levels o f mino rity  group and women to determine the extent of 
underu tilization and to take corre ctive action.

2. Provide equal opp ortunities in tra ining programs for all
employees, including both outside and w ith in service t rain ing 
as wel l as on-the-job training. All orien tation tra ining  for new 
emp loyees w il l include a segment dealing  w ith  equa l em ploy 
ment policy and the employment opp ortu nities in Customs. 
Alt  supervisory and management tra inin g programs will 
inclu de a segmeht which provides EEO orientat ion and/or 
training.

3. Conduct perio dic reviews of promotions, details , and reassign
ment procedures and take correc tive action where indicated 
to assure fu ture  compl iance with  directives issued by higher 
author ity.

♦. Review screening, ranking',  and evaluation procedures to insure 
maximum va lid ity  for objective and equitab le selection for 
all  promotion actions.

5. Establish special positive training programs fo r employees,
including minority  group persons and women who have 
capacity for growth and advancement and whose planned 
education or trainin g is relevant to thei r cur ren t or prospective 
advancement.

6. Communicate promotional opportunities and qua lificatio ns
requ irements to  all employees through vacancy announce
ments, as well as notices o f selections.

7. Assist those employees identified as underu tilized by en
couraging them to apply for positions o f greater respons ibil ity 
which w ill  fu lly  uti lize their  skills .

Chief , Tra ining and Career 
Deve lopment Branch.

.do.

Regional personnel of fic er__

.do.

January 1973.

September 1973 ar d 
continu ing.

Semia nnually , Dec. 31 
and June 30.

Mar. 31,1973.

Chief , Train ing and Career Do. 
Development Branch.

Chief , Recruitment and Em- Cont inuing, 
ployment Branch.

Chief,  Train ing  and Career 
Deve lopment Branch.

Ap ril 1973, and 
continu ing .
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BUREAU OF CUSTOMS— AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY 
PROGRAM— Continued

OBJECTIVE IV:  TO INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR 
SKILLS, PERFORM AT THEIR HIGHEST POTENTIAL,  AND ADVANCE WITH THEIR INDIVIDUAL ABILIT IES (UPWARD 
MOBILITY)

Action steps Responsible official  Target date

1.

2.

3.

5.

6.

7.

Review and analyze occupational areas to ide ntif y low grade 
dead end positions and redesign specific  jobs  and career  
guide lines to provide grea ter career  opportunities,  lateral 
movement into  related fields, and fle xib ilit y in entrance 
requirements.

Iden tify,  tra in,  and develop to meet objective of the Upward 
Mobilit y concept those interested and qual ified  employees 
in lower grades by tak ing  the following aff irmativ e action 
steps:

(a ) Upgrad ingo f cler ica l, technica l, and p rofessional sk ills;
(b ) Prov iding special tra ining, coaching, and work experi

ence where the need appears to exist;
(c ) Arranging fo r basic or specia l education when needed;
(d ) Partic ipate in projects to improve the sk ills  and em

ployab ility  of the disadvantaged and those pa rtici
pants in the economic and educational opp ortunity 
program (EEOP);

(e ) Train  supervisors in the maximum uti lizatio n of ski lls
and techniques (M'JST) concept as such appl ies to 
the supervision of disadvantaged youths as well  as 
adults  with  special problems.

An Upward Mobilit y program wi ll be ini tiated and main tained 
in the region.

Examine qual ifica tion standards to insure  tha t barr iers  to 
Upward Mo bili ty do not exist.

The region's Upward Mo bili ty program will  be communicated 
to all employees.

Encourage employee sol f-development by provid ing counseling 
and assistance when requested. Disseminate self -develop
ment in form ation and assist all employees interested in tech
nical or professional positions by comselin g and guidance 
techniques.

Encourage use of programs designed to bring rec ruits into  the 
organizat ion at a lower level with a view of ultima te upgrad
ing, e.g., hir ing at worker-t rainee and junior  Federal assist
ant  exams level as well  as various manpower tra ining  pro
grams of the Department of Labor, OEO, etc.

Chief,  Tra ining and Career Apr. 15,19^3, and 
Development Branch. continuing.

do. Jan. 31,1973.

Regional personnel of fice r.__ Ap ril 1973.

Chief, Recruitment and Em- Do.
ployment Branch.

Regional personnel o f fi c e r .. ..  Do.

Chief, T raining and Career  De- Nov. 30, 1972, and 
velopment Branch. cont inuing.

Chief,  Recru itment and Em
ployment Branch.

March. 31,1973.

OBJECTIVE V: TO UTIL IZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO ASSURE 
PROGRAM UNDERSTANDING AND SUPPORT OF SUPERVISORS FOR THE EQUAL EMPLOYMENT OPPORTUNITY 
CONCEPT

1. Evaluate the performance of supervisors and managers in terms
of how they relate  to the concepts and princip les  o f the  EEO 
program and provide counseling service to those supervisors 
who appear to be effective.

2. Recognize supervisors and managers who con trib ute  notably
to the success of Customs EEO program in accordance with 
Bureau Circular PER-4-PER dated Apr. 6,1970.

Regional commiss ioner; spe
cial agents in charge,  dis 
tri cts  7, 8 and 9 ; regional 
dire cto r, security and aud it.

. . . . d o ........................................

Annua lly,  as ratings 
are due.

As appropriate.

OBJECTIVE VI:  TO INSURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH HAVE A 
POSITIVE EFFECT ON EMPLOYABILITY

1. Through FBA and Federal executive boards regional manage
ment offic ials  w ill  cooperate wi th other agencies in spear 
heading community  action programs which have a posit ive 
effect on employab ility . In those dis tric ts having no FBA or 
FEB, regional management o fficia ls should assume com mu
nity  leadership in spearheading such action programs.

2. Become familia r with  the  activ ities  of fai r housing organizations
and establ ish relations with them whereby employees may 
receive informa tion and assistance. Insure tha t any housing 
info rma tion  posted on the office bu lle tin  boards is  on an open 
housing basis.

3. Assist minorit y group employees in  f inding suitable housing and
transportat ion if  they incu r di ffic ulty in obta ining such and 
this  serves as a barrie r to employment in a particular area. 
Info rm minority group employees and prospective employees 
of t his available assistance.

4. Cooperate w ith local c omm unity groups in the establishment of
ch ild day-care centers needed by employees or applicants for  
employment. Also establ ish cont inuing productive relations 
wi th min orit y group and women's  organizations in the com
mu nit y, all of which is designed to bring  about an improved 
liaiso n wi th such groups and a resu lting  mutua lly beneficial 
relat ionship.

Al l management personnel in 
region;  special agents in 
charge, dis tric ts 7 ,8 , and 9; 
regional director, secu rity 
and audit.

Chie f, Employee Relat ions and 
Services Branch.

Feb. 1, 1973.

Nov. 30,1972, and 
continu ing.

do.

.do.

Do.

Dec. 31,1972, and 
continu ing.



BUREAU OF CUSTOMS— AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY 
PROGRAM— Continued

OBJECTIVE V II : TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM 
EVALUATION SYSTEM

Action steps Responsible officia l Target date

1. The regional program will  be evaluated annually and sub- Regional EEO officer________ Nov. 30,1972.mit ted to the Bureau in accordance wi th the  provisions of Bureau Circular PER-16-EE0 dated Oct. 25,1972 . As mentioned in objective I the aff irm ativ e action items  under each object ive w ill  be evaluated with the results being subm itted  
to the regional office of the  Civil  Service Commission and the Bureau EEO Office.

2. Min orit y statistical data will  be compared qua rterly,  based o n .........do.........................................At end of each calen-compute r reports originating w ith  the payro ll center which w ill  dar quarter,reflect  the ex tent of employment of min orit y group and female employees in Customs and th eir  average grades in  relation to 
the total number of employees and average grades. An analy
sis will  be made to determine cond itions requiring corrective action, employment patterns and trends, rec rui ting  needs, program needs, etc.

3. Statistical data w ill be maintained on the employment of m in o r- .........do.........................................Quarterly and con-ity  group and female employees in region VI , Customs. tinu ing .

OBJECTIVE V II I:  TO INSURE PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION 
AND EEO COUNSELING

1. There should be appointed and trained a sufficient number of Regional EEO off ice r.................Dec. 31,1972, andEEO counselors so dispersed throughout the region as to be continuing,ava ilab le to all employees. The informa tion  and tra ining afforded designated 550 counselors in this  region should be maintained and renewed on an as needed basis.
2. Appropriate  and timely  discipl inary and corrective action will Regional commiss ion er. ..........Dec. 1,1972 , andbe taken in those cases where the facts prove there have continuing,been d iscr iminato ry practices.
3. The names, addresses, and phone numbers of the regional EEO Regional EEO off ice r................. Jan. 1,1973 , andofficer and the EEO counselors shall be widely public ized continuing,along w ith names, addresses, and phone numbers of the EEO 

officials at the Department and Bureau level.  This will be accomplished by posting on each EEO bullet in board.
4. Through bul letin board notification employees in this re g io n____ do......................................... Dec. 1 ,1972,  andshal l become who lly familia r wi th the discrim ination  com- continuing,plain t system by posting Civil Service Commission or agency developed lite ratu re which outlines total  procedures.5. Appropriate  followup action w ill  be taken to insu re correction Regional commiss ioner; spe- December 1972, andof condi tions that led to filing  of  comp laint . cial agents in charge, dis - continuing.

tric ts 7, 8, and 9; regional 
directo r, secur ity and audit.6. The regional EEO of ficer w ill  be responsible fo r imp lement ing Regional EEO offi ce r. ............... Do.the  program and handling complaints  of discrim ination  as appropriate.

EXHIBIT II

ALLOCATION OF PERSONNEL AND RESOURCES FOR EEO DURING FISCAL YEAR 1973 
[Tota l number of field  employees, 1,246 (regu lar fu ll- tim e)  as of June 30 ,1972J

Ful ltim e Part  time

1. EEO program personnel:
EEO officers..................................................       0 1Federal women's  program coordinators__________________   0 116-poin t program coordin ators______________________________   0 1Other  EEO office s taff offi cia ls________________       0 1EEO counse lors .................................................................................................................. 0 5Discrim ination  complaint investigato rs__________________   0 0Others (s teno-c ler ica l)......................................................................................................  0 1

Man-years Amou nt * 1

2. Personnel and fiscal resources:
EEO counseling..................................................................................................................  1-5 $3,000Complain t processing............. .......................................................................................... 1-10  1, 000EEO program adm in is tr a io n .. .. ....................................................................................  1-3 10,000EEO subjec t matter t ra in ing......................   1-2 12,000

Note:  The costs a llocated to tra in ing subject t o budgetary  restric tions.
1 Inc ludes dollar  costs fo r salaries and benefi ts and other expenses such as t rave l fo r EEO officer and counselors .
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R egion VII , Los Angeles—March 1, 1972, To April 30, 1973
OBJECTIVE I :  ORGANIZATION AND RESOURCES TO ADMINISTER THE EEO PROGRAM IN A POSITIVE AND 

EFFECTIVE MANNER

Action Responsible officia l Target date

1.

2.
3.

4.

5.

6.

7.

8.

9.

10.

EEO action plans will be revised and updated annu- EEO, personnel officer, and EEO co
ally.  A report on the degree of  success in  meet ing ordinator . 
the ob ject ives w ill  be included.

Policy statements wi ll be issued a n n u a ll y .. .. ........... Regional commissioner and EEOO..........
EEO seminars and meetings w ill  be conducted and Regional commissioner, EEOO, EEO 

will  include all superv isory employees at all  grade coord inator, personnel officer, and
levels. Coverage will  be given to such program tra inin g and career development
item s as the superv isor's responsib ility  in EEO, officer.
Customs EEO policy , problems of specific  minority 
groups which affect employab ility , etc. A schedule 
of seminars w ill  be subm itted to the Direc tor,
Equal Opportuni ty Divis ion,  Bureau headquarters.

An EEO advisory committee w ill  be established in the EEOO, EEO coordinator, and personnel 
regional and dis tric t offices. Committees w ill  be officer, 
made up of minorit y group and female employees 
from  each organizational segment and w ill  advise 
management on the special concerns of minorit y 
group and female employees.

Precomplaint  counseling repor ts w ill  be submitted to EEO counselors and EEOO......................
the regional EEO officer  by the counselors.

EEO counselors wi ll sub mit  to the EEOO narrative  EEO counselors................................. ..
reports on the cases handled and a synopsis of the 
problems of the EEO counseling program.

Attachment 1 lists the num erical goals and time tab les . EEOO, EEO coordinator , regional com
missioner, and personnel officer.

Allocation of personnel and resources fo r EEO. (S e e .....................................................................
attachment 2.)

Report of qua lifications o f principal EEO offic ials. ( S e e .................................... ............................... .
attachment 3.)

Min orit y group statis tics. (See attachment 4 .) ...................................................................................

Mar. 1,1973 .

Feb. 15,1973. 
May 28,1973 .

Mar. 5,1973 .

Qua rter ly, beg inning 
Oct. 24 ,1972.

Do.

OBJECTIVE I I:  RECRUITING ACTIVITIES DESIGNED TO REACH AND ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. Establish and maintain new contacts wi th local com
munity  groups and col leges which can assist in the 
recruitmen t and placement of minorit y group and 
female employees. Partic ipate on a continuous basis 
in job  fairs , career days, and other  act ivities which 
will  help to inform minority  group and fema le can
didates of employment opportunities.

2. Conduct  recruit ing  act ivities and disseminate job
info rma tion  at schools and colleges with subs tantial 
min orit y group or female enro llments.  Use m inority  
group and female employees as members o f recruit
ing teams, par ticu larly when recruit ing at schools 
with substantial minority  group or female student 
bodies. Train ing may be needed to deal w ith  special 
problems such as a language bar rier .

3. Provide EEO trainin g and orientat ion for  all recruiters
and selecting officers.

4. Intensify driv e to recru it Spanish -surnamed persons
par ticu larly for public contact jobs in areas wi th 
heavy Spanish-speaking popula tions and other 
major  metropolitan areas.

5. Continue operat ing special employment programs
which  will  provide part icipation and developmental 
work tra ining  opportunities  for  the economically  or 
educational ly disadvantaged.

6.  Hi re for summer employment,  high school and college
teachers from  schools t ha t serve minority students 
to give them insight  into  the  operations and pro
grams of the Bureau of Customs.

7. Make a special effo rt to info rm Spanish-surnamed and
other minorit y veterans of the  availab ility of non
competi tive appo intments fo r Vietnam era veterans 
inc luding GS-5 level.

Regional commissioner, dist ric t direc
tors,  special agents in charge, per 
sonnel officer, EEO officer, and port  
direc tors .

May 1,1972, and 
continu ing.

Personnel officer, tra ining  o ffice r, spe- May 1,1972 . 
cial agents in charge, and di st ric t 
direc tors.

EEOO and t ra in ing officer........................Apr . 30,1973 .

Regional commissioner, special agents May 1 ,1972.  
in charge, di st ric t direc tors, EEO 
officer,  and personnel officer.

Personnel o fficer....................................... Do.

Regional commiss ioner, personnel of 
fice r, and EEOO.

Regional commissioner, personnel of
ficer, EEOO, and distr ict  direc tors.

May 31,1972.

June 30,1972, and 
continuing.
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Region VI I, Los Angeles—March 1, 1972, To April 30, 1973—Continued
OBJECTIVE I II :  FULL UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES

Action Responsible officia l Target date

1. Util izat ion survey w ill  be conducted of  all  employees in
grades 6S-7 and below to determine the degree of 
util ization  o f employees and to prevent  underu tiliza
tion  o f avai lable skil ls. Occupational fields  and grade 
levels w ill  be surveyed to determine the util iza tion  
of minority  group and female employees.

2. Goals and timetables will be developed for  those occu
pations and grade levels where minorit y group and 
female employees are underutilized.

3. Employees identif ied as possessing ski lls  that  are
underutilized must ba encouraged to apply fo r posi
tions which wi ll fu lly  util ize their skil ls.

4. Job vacancies, promotiona l opp ortunities,  and selec
tions for  promotion will  be disseminated to all new 
employees.

5. Promotions, details,  reassignments, screening, rank
ing, and evaluation procedures will be reviewed and 
corrective action taken if  necessary.

Personnel officer, EEOO, and EEO co- Apr.  30,1973. 
ordinator .

EEOO, EEO coordin ator, and personnel Do. 
officer.

EEOO, EEO coordinator , personnel of-  Apr.  30,1973, and 
ficer, and supervisors and managers. con tinu ing.

Personnel off ice r.......................................  Mar. 1, 1972, and
continu ing.

EEOO, EEO coordinator , and personnel Sept. 30, 1972, and 
officer. continu ing.

OBJECTIVE IV: OPPORTUNITIES FOR EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST PO
TENTIAL , AND ADVANCE IN ACCORDANCE WITH THEIR ABILIT IES  IN LIGHT OF AVAILABLE OPPORTUNITIES 
(UPWARD MOBILITY)

1.

2.

An upward mob ilit y program will  be ini tia ted and Responsibilites for actions 1 to 3 are Ap r. 30 ,197 3.  
maintained. shared equally by EEOO, managers

and supervisors, personnel officers, 
and tra inin g officer.

3.

4.

5.

Equal consideration will be given to all employees f o r .........do................. ............... . ......... ........... Nov. 3 0,1972.
availab le tra ining  programs, details, and work  
assignments.

Minority group and female employees will  be g iv e n ____ do................. . ................... .................  Do.
equal consideration for  p art icipatio n in managerial- 
type tra ining  programs.

6.

Info rma tion concerning the upward mobili ty program Responsib ilities for  actions 4 to 9 are Ap r. 30,1973 . 
will  be disseminated to all employees. shared equally  by tra inin g officer,

EEOO, managers and supervisors,  
and personnel officer.

Establish special, positive tra inin g programs for e m - .........do......................................................... Do.
ployees, including minority  group persons and 
women who have the capaci ty for growth and 
advancement, and whose planned education or 
tra ining  is relevant to thei r current or prospective 
responsibilit ies.

7.

Review and analyze occupational areas period ical ly t o .........do......... ....................... . ............. .. Do.
ide nt ify  low-grade,  dead end positions and redesign 
specific  jobs  and career guidel ines to provide greater 
career opportunities, lateral movement into  other 
fields, and fle xibi lity in entrance requirements.

Iden tify,  tra in, and develop for upward mo bil ity , i n - .........do...................................................... .. Do.
terested and qualified employees in lower grades by 
such activ ities as—

(a ) Upgrading of cle rica l, technica l, and profes
sional sk ills ;

(b ) Providing special tra ining , coaching,  and
work experience when needed;

(c ) Arranging for basic or special education when
needed;

(d ) Projects to improve the sk ills  and employa
bi lit y of the disadvantaged and pa rtici
pants in the economic and educational 
opp ortu nity  program;

(e ) Tra inin g supervisors in MUST, in  supervision
of the disadvantaged youths as well as 
adul ts wi th special problems.

Encourage employee self-development  by p ro v id in g .........do......................................................... May 1,1972 , and
counseling and assistance when needed. continu ing.

Encourage use of programs designed to bring re c ru it s ........ do.........................................................  Do.
into the organization at a lower level than usual 
wi th a view toward upgrading.

8.

9.
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R egion V II , Los  Angeles—March 1, 1972, To April 30, 1973— Continued

OBJECTIVE V: TRAINING, ADVICE, INCENTIVES, AND PERFORMANCE EVALUATIONS TO ASSURE PROGRAM 
UNDERSTANDING AND SUPPORT BY SUPERVISORS AND MANAGERS

Action Responsible official Target date

1. Al l supervisory and managerial tra ining  programs will
include a segment which deals w ith their  respons i
bi lity  under the EEO program, implementation of 
these responsib ilitie s, EEO Act of 1972, and general 
EEO tra ining  and orientat ion.

2. Recognition w ill  be given to supervisors and managers
who contr ibute no ta tly  to the EEO program. Bureau 
Circular PER-4-PER, dated Apr. 6,1970.

3. In evaluating supervisors and managers, considera
tion  will  be given to their performance in EEO. 
Counseling w il l be provided those who are inef 
fective.

Train ing  officer, EEOO, and EEO coor-  Nov. 30,1972 , 
dinator . continu ing.

Regional commissioner and assistant As appropriate, 
regional commissioners.

___ do...................... ........................... .. Do.

OBJECTIVE V I:  PARTICIPATION IN COMMUNITY EFFORTS TO IMPROVE CONDITIONS WHICH AFFECT 
EMPLOYABILITY IN THE FEDERAL GOVERNMENT

1.

2.

3.

Cooperate wi th other Treasury bureaus through Fed- Regional commissioner, distr ict  direc - eia l executive  boards and associations in spearhead- tors , and por t directors, ing com munity  action projec ts which have a positive
effect  on employab ility . In the absence of FEB or 
FEA, Customs officia ls should assume leadership 
in spearheading such community action programs.

Assist minority  group employees in finding su itab le ____ do____________ ____ ______ _housing and transportat ion if  d ifficu lty  in obtaining 
such serves as a barrie r to employment of minority 
groups in a partic ula r area. Inform min orit y group employees and prospective employees of available 
assistance.

Become familiar  wi th the activ ities of fa ir ho using ____ do_____ _____________ ____ _organizations and establish relations with them 
whereby employees may receive in form ation and as
sistance. Insure tha t any list ing of housing posted 
on office bul letin boards are offered on an open 
occupancy basis.

May 1, 1972, and 
continuing.

Do.

Oo.

OBJECTIVE V II : SYSTEM FOR INTERNAL PROGRAM EVALUATION AND PERIODIC PROGRESS REPORTS

1. The EEO program will  be evaluated annually .......... Personnel officer, EEOO, and EEO coor- Nov. 30,1972.
2. Statistical data w ill  be maintained on the e m ploym en t____ do..................................................... Quarterly.of  minorit y group and female employees.
3. Statistical and program data w ill  be analyzed and r e - .........do............... ................................... Do.viewed in order to determine program needs, con

ditio ns requiring corrective action, employment
patterns and tren ds,  recruiting needs, prom otional 
opp ortunities,  etc.

OBJECTIVE V II I:  PROMPT, FAIR, AND IMP ART IAL PROCESSING OF COMPLAINTS OF DISC RIMINATION AND 
EEO COUNSELING

1. The EEOO is responsible fo r implementing the pro- EE OO .................................... ............. .. Oct. 30,1972 , andgram and fo r hand ling complaints  of discrim ination . continu ing.2. EEO counselors are to be so dispersed as to be avail - E E O O .. .. .......................... ............. .........  Do.able to all employees. Counselors are responsible 
fo r processing info rmal complaints of d iscr imination 
and will  be t rained and replaced as app ropr iate.3. Per iodica lly the adequacy and competence of all per- EEOO and personnel officer .....................Mar. 3,1973 .sonnel having com pla int processing respons ibil ity w ill  be rev iewed.

4. Appropria te dis cip lina ry and corrective action will be Regional commissioner and EEOO..........Oct. 30, 1972, andtaken in com pla int cases where the  facts prove continu ing,there has been discrim inatory  practices.
5. Follow-up will  be made to insure correction  of co n d i- ____ do_____________________ _____ _ Do.tions which  led to the filing  of  complaints.
6. Publicize the names of Treasury Department and E E E O .. .. ................................................ Nov. 30,1972.Bureau EEO officers,  and local counselors.
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Region VI I, Los Angeles—March 1, 1972, To April 30, 1973—Continued
OBJECTIVE IX : PROGRAM COMMUNICATION

Action Responsible officia l Target date

1. Orien tation for new employees w ill  include info rma
tion which deals wi th Customs EEO policy  and the 
complaint processing system.

2. The com pla int processing system w ill  be publicized to
all employees.

3. To create an atmosphere of awareness and to con
tinua lly  emphasize the  program, general program 
info rma tion  w ill  be disseminated to all employees 
and as approp riate  published in the regional house 
organ.

4. EEO bul letin boards w ill  be posted throughout  the
region. Info rmation on these boards w ill  be updated 
as needed.

Personnel officer, tra ining  officer, and Oct. 30, 1972, and
EEOO. continu ing.

EEOO..........................................................  Do.

EEOO.......................................................... Oct. 30, 1972.

EEOO..........................................................Jan. 30,1973 .

ATTACHMENT 1
GOALS AND TIMETABLES FOR MINORITY GROUP HIRING

Type of position GS grade
Number of 

positions Target date

Customs in spec tor.. .......... ................................................................................... 5-7 31 Dec. 31,1972
Equal oppor tun ity of fic er .. .................................................................................  12 1 Jan. 31,1973

ALLOCATION OF PERSONNEL AND RESOURCES FOR EEO

Ful ltime Part time

A. EEO program personnel (to ta l number o f field employees, 1,226) :
Equal employment oppo rtun ity o ff ic er. .. ........................................ .
Federal women’s program coordinator ..............................................
16-po int program coordinator ............................................................ .
Other EEO office staff of fic ia ls .-........................................................ .
EEO counselors.................................................................................... .

$1,779
366

0
366

2,410

Man-years Dolla rs

B. Personnel and fiscal resources:
EEO counse ling..........................................................................................................
Complaint processing................................................................................................
EEO program adminis tra tion......... ...........................................................................
EEO sub ject mat ter tr a in in g ....................................................................................

0.15 $2,410
.02 1,200
.09 1,622
.07 1,984

R eport of Qualifications of Principal EEO Officials
I certify tha t the qualifications of all staff officials concerned with adminis tration of the EEO Program including the following: EEO officer, Federal Women’s 

Program Coordinator, and other  EEO staff officials, have reviewed by compe
ten t authority and the incumbents of these positions meet the standards outlined 
in Qualifications Standards Handbook X-118 under “Equal Opportunity Spe
cialist GS-160” or “Qualifications Guide for Collateral Assignments Involving 
Equal Employment Oppor tunity  Duties.”  Evidence that the review has been 
made and its findings are on file and available for review by Civil Service Commissions officials.

J erome Hollander,
Equal Employment Opportunity Officer.

Roger A. Morin,
Acting  Regional Commissioner.
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Part B
Employment Goals—To Be Met By March 2, 1973 

R E G IO N A L  H EA D Q U A R T ER S

Situation.—At present there are no minority or female operation officers.
Goal.—To select from within Customs one minority or one female employee to fill the existing GS-11/13 vacancy.

F IN A N C IA L  M A N A G E M E N T D IV IS IO N

Situation.— At present there are no minority employees in the grades GS-9
and up.

Goal.—To fill at least one of the existing GS-9 vacancies with a minority employee.

SA N FR AN CIS CO  D IS T R IC T— IN SP E C T IO N  AN D CO N TR O L D IV IS IO N

Situation.—The number of minority and female inspectors is quite low. There 
are no minority or female supervisor inspectors.

Goal.—To promote one minority or female to a GS-11 supervisor position and 
to select one minority and two female inspectors, GS-7.

C LA SSIF IC A TIO N  AN D V A LU E D IV IS IO N

Situation.—There are only two black and two Spanish-surnamed import specialists.
Goal.—To appoint one black or Spanish-surnamed import specialist, GS-7.

S E A TTL E D IS T R IC T — IN SP E C T IO N  AN D CONTROL D IV IS IO N

Situation.—The number of minority and female inspectors is low.
Goal.—To appoint two black and one female inspectors, GS-7.

A N C H O R A G E

Situation.—There are no female inspectors or full-time port directors in the Anchorage District.
Goal.—Appoint one female inspector, GS-7.

Part C
Allocation of resources

Personnel:
Part- time equal employment opportunity officer, GS-13__________  1
Part-t ime Federal women’s coordinator, GS-12.................................... 1
Part- time equal employment opportunity counselors_____________  6

Seattle, GS-12, 1.
San Francisco, GS-12, 1. 
Portland, GS-11, 1.
San Francisco, GS-9, 1. 
Honolulu, GS-9, 1. 
Oakland, GS-G, 1.

Part- time clerk-stenographer, GS-5___________________________  1
Fiscal outlays :

Adminis tration____________________________________________ $4, 583
Counseling________________________________________________ 3, 033
Training_________________________________________________  1, 464

Tota l. ................................................. ......................... ......................9,080
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PART D.—ACTION ITEMS

OBJECTIVE I :  TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE REGION IN A POSITIVE AND EFFECTIVE 
MANNER

Action steps Responsible officia ls Target date

1. The region w ill  reaff irm its established equal em
ployment opp ortu nity  policy  and d ist ribute  the 
revised a ffirm ative action plan t to di s tr ic t di rec
tors and other regional officials .

2. The region will  establ ish equal employment op
portu nit y advisory committees in the regional 
office and all  dis tricts,  which w ill meet at least 
quarterly. Recommendations for  membership 
w ill  be made by the  distr ict  direc tors and 
should include a women's  representative, mi
nority  employees, and a representative of the 
exc lusive ly recogn ized employee organizat ion, 
when possible.

3. The region  w ill  continue to conduct equa I employ
ment opp ortunity seminars and meetings  as 
necessary to assure tha t managers and super
visors are aware of:

(a ) Current responsibili ties  w ith  respect to EEO
in general.

(b ) Problems of specific m ino rity groups which
have an effect  on em ployab ility , and up
ward mob ilit y,  e.g. language,  which may 
be a barrier  to  some Span ish-speaking 
Americans.

(c ) Specific  adm inis trat ion and /ord epa rtmental
special programs such as the 16-point 
program for employment of Spanish-sur- 
named, and the women’s program.

4. Schedule of  EEO seminars  shal l be subm itted  to
the assistant to the comm issioner (EEO).

5. Conduct a review of  each occupat ional fie ld in each
di st ric t to determine the relative util iza tion  of 
Negro,Spanish-surnamed American, American 
Ind ian , Oriental American,  and Alaskan Native 
minorities, as applicable,  and women , in  such 
fields.

6. Issue a policy s tatem ent on the EEO p ro g ra m .. ..
7. Undertake perio dic assessment of  progress being

being made in implement ing and ut iliz ing  the 
numerica l goals established.

Regional commissioner, EEO Mar. 2,1973 . 
officer , director, personnel 
management.

EEO officer, dis trict  directors, Annual ly Mar. 2, 1973, and 
dire cto r, personnel manage- July 1 of succeeding years, 
ment .

Directo r, personnel manage-  Feb. 1,1973. 
ment, EEO off ice r, dist ric t di 
rectors, tra ining  officer.

EEO officer,  tra in ing of fice r..........

EEO off ice r, di rec tor, personnel 
management.

Regional commissioner................
EEO of fice r.....................................

Feb. 15,1973.

Qua rte rly  beginning  Oct. 15,1972

Jan. 2.1973.
Quarte rly beginning Oct. 15,1972

OBJECTIVE I I:  TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND 
ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. Maintain and establish new contacts with mi
nority group and women’ s schools, colleges, 
and othe r educational institu tions,  having 
predomin antly Negro, Spanish-surnamed. 
American Indian, Oriental Amer ican,  and 
Alaskan Native enrollment. Negotiate rec rui t
ment  schedules and prov ide for the assignment 

•  of women and appropriate members of mi 
nor ity groups as recruiters  and panel inter 
viewers when and wherever  possible (e.g.,  
use of Spanish-speaking recruite rs when re
cru itin g at schools with large numbers of 
Spanish-speaking students).

,  2. Orient and tra in all recruite rs and panel in ter
viewers as to equal employment opportunity  
responsibi lities, and any special recruitment 
techniques which may be applicable to a spe
cific  min orit y group (e.g., use of Spanish lan
guage recru itme nt lite rature).

3. Partic ipate in job fair s, career days, and sim ilar
programs.

4. Partic ipate and expand participation where
possible in formalized  cooperative programs 
and sim ilar  type work-s tudy endeavors to  pre
pare students for shortage category occupa
tions, emphasizing these programs as 1 means 
for accomplishing EEO goals (e.g., entering into 
agreements at colleges wi th signif icant  num
bers of Spanish-speaking students).

Director,  personnel manage- Feb. 15, 1973, and cont inuing, 
ment, distr ict  d irectors.

Direc tor, personnel manage- Jan. 15,1973. 
ment, tra ining officer.

Director,  personnel manage- As announced, 
ment.

Director,  personnel manage- Jan. 30,1973. 
ment, EEO officer.
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PART D.— ACTION ITEMS— Continued

OBJECTIVE I I :  TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT 
JOB CANDIDATES FROM ALL SOURCES— Continued

Action steps Responsible officials Target date

5. Hire for  summer employment high school and
college teachers from schools serving Spanish
speaking and other min orit y students to give 
them  understanding of the Bureau of Customs 
organizat ion, mission, and operations which 
they can relate  to these students.

6. Make special effo rt to info rm Spanish-surnamed
and other min orit y veterans of ava ilabil ity  of 
noncompetitive appointments for Vietnam era 
veterans including GS-5 leve l.

7. Per iodica lly survey and take feasib le actions to
meet the needs of applicants and employees, 
particula rly women, for  special supportive em
ployment services and adjustments , such as 
arrangements for day-care fac ilit ies  fo r ch il
dren,  part-t ime  work or irregular  duty tour  
considerations,  etc.

8. Disseminate job  informa tion to schools and c o l
leges wi th substantia l min orit y and fema le 
enrollment.

9. Disseminate job  info rma tion to local community
organ izations which can aid in recruiting fo r 
cler ical , professional, and part-t ime  positions. 
Information  on opportunities for employment 
through the various manpower programs should 
also be d isse minated to these organizations.

10. Recru itment of Spanish-surnamed candidates
for public contact positions.

11. Selective placement on a bilingual basis of
Spanish-surnamed candidates .

Director,  personnel manage
ment.

March 1973 and continu ing.

do Dec. 15,1973, and contin uing.

Director, personnel manage
ment, dis tric t d irectors.

Director, personnel manage
ment, dis tric t direc tors,  EEO 
officer.

. . . . d o ..........................................

Director, personnel manage
ment.

____do .........................................

Mar. 1, 1973.

Jan. 5,1973 .

Feb. 15, 1973.

Jan. 15,1973. 

Do.

OBJECTIVE I II :  TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES

1. Conduct  skil ls survey and review o f employees in
grades GS-2 through GS-7 and wage system 
equivalents  in order  to ide nt ify  cases of  unde r
util iza tion of their  sk ills . In th is respect be 
sure  that  proper  recogn ition is given to sk ills  
which  may have been gained outs ide of a formal 
work situation (e.g., sk ills  gained while doing 
volunteer  work, or sk ills  gained through a 
hobby, etc.).

2. Provide app ropriate  fol low up action where  a
survey identifies und eru tilization (e.g. , in 
forma l or on- the-job  tra inin g, reassignment, 
or placement), where such a survey shows the 
need fo r greater ski lls  competence tha t w ill  
enable an employee to bet ter perform his 
current job , or tra in the employee for more 
challenging  and responsible job assignments.

3. Communicate promotional  opportunities and
qua lification requirements  to all employees 
through v.cancy announcements, newsletters,  
and otnar media.

4. Provide fo r employees at all grade levels to
receive consideration fo r details, tra in ing or 
werk assignments tha t will  fu rth er  ut ilize  past 
experience and tra ining

5. Undertake periodic assessment of progress
being made in imp lement ing and ut iliz ing  
the  numerical goals establ ished.

Director,  personnel manage- Feb. 1, 1973, and cont inuing, ment, EEO officer.

Dis tric t directors, EEO officer,  Mar. 1,1973, and continu ing,  
director , personnel manage
ment, supervisory personnel.

Director,  personnel management. Oct. 15 ,1972 .

Director,  personnel manage- Do. 
ment, dis tric t directors, 
supe rvisory personnel.

EEO officer........ ......... ...................Qua rter ly beginning Oct. 15,
1972.



PART D.— ACTION ITEMS— Con tinued

OBJECTIVE IV:  TO INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR 
SKILLS, PERFORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITH THEIR ABIL ITIES (UPWARD MO BILIT Y)

Action steps Responsible offic ials Target date

1. Review and evaluate establ ished bureau action
plans for appropriate  upward mobili ty program 
emphasis.

2. Conduct periodical reviews of promotions, de
tails, and reassignment actions and take cor
rective action as soon as possible where  in
dicated.

3. Review screening, rank ing, and evaluation pro
cedures to  insure maximum v al idi ty for objec
tive  and equi table  selection.

4. Establish special, positive tra ining programs for
employees, including  minority  group persons 
and women who have demonstrated capaci ty 
for growth and advancement, and whose 
planned education or tra ining  is relevant to 
their current or prospective responsibilities.

5. Review and analyze occupational areas to  iden
ti fy  low-grade dead-end positions and re
design specific jobs and career  guidelines in 
order  to prov ide:

(a)  Greater career opp ortunities.
(b ) Lateral movement into  related fields.
(c) Flex ibi lity  in entrance requirements.

6. Identify, tra in and develop for  upward mobilit y,
interested and qua lified employees in lower 
grades (GS-1 to 7 or equivalents), by such ac
tiv itie s as:

(a)  Upgrading of c lerical,  technical and pro
fessional skills .

(b ) Providing special training, coaching,
and work experience when needed.

(c) Arranging for  basic or special education
when needed.

(d ) Projects to improve the  ski lls  and
emp loyabi lity of the disadvantaged 
and part icipants in the economic and 
educational opportunity  program.

(e ) Train ing supervisors and potential
supe rvisors in MUST, in supervision 
of the disadvantaged youths as well 
as adults with special problems.

7. Encourage employees to develop t he m se lves ... .
(a ) Disseminate self-development  in for

mation.
(b ) Counsel employees as to potentia l.

Encourage them to develop.
(c ) Assis t employees interested in tech

nical or professional positions.
8. Encourage use of programs designed to bring

recruits into  o rganizat ion at a lower 
than usual level wi th a view toward 
upgrading, e.g., use of wo rker- 
trainee and ju nio r Federal assistant 
exams and various manpower tra in 
ing programs of Department of 
Labor,  OEO, etc.

9. Examine qua lification standards  to insu re tha t
bar riers to upward mo bil ity  do not 
exist.

10. Part icipa tion of minority  group and female 
employees in the execu tive develop
ment program and o ther manageria l- 
typ e train ing  programs.

Director,  personnel manage- 
mant, EEO officer.

Regional commissioner, direc
tor,  personnel management,  
EEO officer.

____do............................................

Dis tric t directors, director , per
sonnel management,  tra in 
ing officer

Director,  personnel manage
ment, class ification special
ist, supervisors.

Director, personnel manage
ment, tra ining  officer,  supe r
visors.

Directo r, personnel manage
ment,  dist ric t directors, su
pervisors.

Directo r, personnel manage
ment.

do.

Director,  personnel manage
ment,  tra in ing officer.

Continuing.

Jan. 30, 1973.

Do.

Do.

Mar. 1, 1973.

Do.

Cont inuing .

Do.

Dec. 15, 1973.

Do.

OBJECTIVE V : TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO SUPPORT 
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Continue to iden tify and reward supe rvisors and
managers who contr ibu te notably to customs ' 
equal employment oppo rtunity program suc
cess.

2. Continue to consider performance in the equal
opportunity area in evaluating the  effec tive
ness of supe rvisors and managers.

3. Counseling of supervisors who are ineffec tive  in
promoting the  EEO program.

Regional commiss ioner, di st ric t As appropr iate, 
dire ctors, dire cto r, personnel
management.

____do............................................. Do.

Regional commissioner________  Do.



PART D.—  ACTION ITEMS— Continued

OBJECTIVE V I:  TO INSURE PROMPT, FAIR ANO IMP ART IAL PROCESSING OF COMPLAINTS OF DISCRIMIN ATION; 
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY GOUNSELING

Action steps Responsible officials  Target date

1. With the concurrence of the assistant to the com
miss ioner  (EEO), the region w ill  appoint and 
tra in a su ffic ien t number of equal employment 
opportunity  counselors so dispersed thro ugh 
out  all areas as to be reasonably available to 
all employees.

2. Appropriate disciplin ary  and corrective action w ill
be taken in cases where facts prove there  have 
been discrim inatory  practices.

3. Equal employment opp ortunity counselors and
com mittee members will  be provided with in
form atio n, cur ren t directives,  and publications 
in the field  of EEO and minorit y group problems 
on a contin uing basis.

4. EEO Counselor repor ts on precomplaint counsel
ing  shall be subm itted qua rter ly to the regional 
EEO officer.

5. Narrative repor ts should be subm itted  on cases
handled by counselors along with a synopsis of 
the prot lem s of the EEO counseling program.

6. Publicize to a ll  employees the names of EEO
counselors and customs EEO officers.

7. Public ize the com pla int processing system to all
employees.

8. Establish and update EEO bu lle tin  boards
throughout  the  region.

9. Establish a followup system to insure correction
of  conditions which led to the filing  of a com
pla int,

Distr ict  directors, EEO officer, Nov. 15, 1972, and continu ing, 
tra in ing officer.

Regional commissioner, direc- As needed, 
tor,  personnel management,
EEO officer.

EEO off ice r.....................................July  1973 and continu ing.

Counselors, EEO o ffice r................ Quarterly.

do............................................ Do.

EEO officer,  public info rmation Jan. 2,1973. 
officer.

___ do............................................  Do.

EEO officer, d is trict  d ir ec to rs .. ..  Do.

EEO off icer..................................... Mar. 1, 1973.

R eg ion IX , C hica go , I I I . ,  N ov em be r 30, 1972, to N ov em be r 30, 1973 
i. obje ct iv e

The objective of this  plan is to assure equal oppor tunity for all Customs eni 
ployees.

OBJECTIVE I:  TO ADMINISTER THE RESOURCES OF THE BUREAU IN A POSITIVE AND EFFECTIVE MANNER

Action Responsible offic ials Targe t date

1. EEOO action plan will be revised and updated ann ual ly for ap
proval.

2. Include numerical goals and timetab les to achieve minorit y
group and female hiring. Check the progress of  these goals 
and timetables.

3. Policy statements will  be issued annually giv ing support  to the
program.

4. EEO seminars and meetings w ill  be conducted to create aware
ness of cur ren t EEO responsibilit ies, problem s of specibc 
min ori ty groups wh ich affect  employabil ity, and adm inis tra
tive  and departmental special programs for  min orit ies  and 
women.

5. EEO advisory or plann ing committees w ill  be established in
region headquar ters. They will  be made up of employees from 
various organizational segments and may include members or 
officers o f employee unions, personnel office employees, EEO 
officer, minorit y groups and females, etc. The committee w ill  
meet  perio dica lly to discuss program matters and exchange 
views and ideas.

6. Submit to the assistant  to the Commissioner (EEO) a ll requ ired
repor ts as designated in appendix C, dated Ap r. 29,1971, of 
the Federal personnel manual.

7. Region w ill  provide for EEO counselors to subm it narrative re
ports on cases handled and a synopsis  of the problems of the 
EEO counseling program.

EEO officer,  personnel officer ............. .. Nov. 30,1973

____do......................................................... Do.

Principal field officers, dist ric t dire ctors. Nov. 30,1972

Principal field officers,  regional tra in- Mar. 1,1973 
ing officer,  EEO officer.

EEO officer...............................................  Dec. 31,1972

. . . . d o ......................................................  Do.

EEO counselors........................................ Do.
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Region  IX , Chic ago, I I I .,  November 30, 1972, to November 30, 1973— Con tinu ed
OBJECTIVE I I:  TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT 

JOB CANDIDATES FROM A LL SOURCES

1.

2.

3.

4.

Establish and maintain new contacts  wi th local commun ity 
groups and colleges which can assist in the recruitmen t, 
placement, and improvement of min orit y group and female 
employees. Part icipate on a cont inuous basis in Job Fairs, 
Career Days, and othe r act ivities which will  help  to inform 
min ori ty group and female candidates of employment op
por tun ities.

Conduct recruit ing  act ivit ies  and disseminate job  info rma tion 
at schools and colleges with substant ial minority  group or 
female enrol lments. Use min orit y group  and fema le em
ployees as members of recruit ing teams, particula rly when 
rec ruit ing  at schools with substant ial minority  group or 
female student bodies. T raining may be needed to deal with 
special.

Provide EEO tra inin g and orie nta tion for all recruiters  and 
selecting officers.

Inte nsi fy drive  to rec ruit  Spanish-surnamed persons, particu
lar ly for  publ ic contact jobs in areas with heavy Spanish
speaking populations and other  majo r metropolitan areas.

Principal field officers, distr ict  d irec
tors , special agents in charge, per
sonnel and EEO officers , regional 
directo r, security  and audit.

Dec. 1,1972

Principa l field officers, EEO o ffice r......... Ap r. 30,1972

5.

6.

7.

8.

9.

10.

Continue operat ing special employment programs which will 
provide participa tion and developmental wo rk- tra ining 
opportunities for  the economically or educational ly dis
advantaged.

Design ana dis tribute  special recruit ing brochures and leafle ts 
to attract  m inority  group and female candidates.

Partic ipate in and expand educational programs designed to 
prepare minority group and fema le employees fo r labor 
market needs, such as work-s tudy and other manpower 
tra inin g programs.

Hire for summer employment, high school and college teachers 
from  schools that serve minorit y students to give them in
sigh t into  the operations and programs of the Bureau of 
Customs.

Make a special effo rt to inform Spanish -surnamed and other  
minorit y veterans of the availa bili ty of noncompetitive ap
poin tments for Vietnam era veterans, including the GS5  
level.

Periodically  survey the needs for special supportive  employ
ment and adjustments in work schedules, such as day care 
centers, part- time employment, etc.

Regional train ing  off icer, EEO off ic e r. .

Regional commissionar, special agents 
in charge, dis trict  direc tors, EEO 
officer, personnel officer,  regional 
director, secur ity and aud it, Span
ish-surnamed program coordinator. 

Personnel officer, EEO of ficer ...............

Mar. 1, 1973 

Nov. 30,1972

____do.......................................................

Principal field  officers, personnel 
officer, EEO officer.

do......................................................

Principal field officers, regional per
sonnel officer, dis tric t directors, 
EEO officer, Spanish-surnamed pro
gram coordinator.

Personnel officer, EEO o fficer.................

Jan. 31 ,19 73

Mar. 31,1973 

Dec. 31,1972

May 31, 1973

Dec. 31, 1972

Mar. 1, 1973

OBJECTIVE II I:  TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES; TO 
INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS,  PERFORM 
AT THEIR HIGHEST POTENTIAL AND ADVANCE WITH THEIR ABILIT IES  (UPWARD MO BIL ITY )

1.

2.

3.

4.

5.

Conduct util ization  surveys in order  to determine the degree 
of util iza tion  of employees and to prevent under util izat ion. 
Also survey the occupational fields and grade levels  o f mi
nor ities and women to determ ine the ir utilization.

Assist those employees identified as underutilized in using 
the ir ski lls  by encouraging them to apply for  positions of 
greater  responsib ility  which will  fu lly  uti lize the ir skil ls. 
Disseminate informa tion concerning promotional oppor
tunities  and selections fo r promotion to a ll employees. Pro- 
v ile  for  employees at all grade leve ls to receive consider
ation for details, tra inin g or work assignments that w ill  fu r
the r utilize past experience and tra ining  and prepare em- 
employees for  promotiona l possibili ties.

Provide equal opportunities in tra ining  programs for  all 
employees. This includes both outside and wi thin  service 
tra ining  and on- the-job  tra inin g. Include in all orien tation 
tra ining  for  new employees a segment which deals with 
Customs equal employment policy  and the employment 
opportunities in Customs. Include in all superv isory and 
management tra in ing programs a segment which provides 
EEO orien tation and train ing.

Conduct periodic reviews of promotions, details , and reassign
ment actions and take corrective action where indicated.

Review screening, ranking, and evaluation procedures to 
insure maximum va lid ity  for  objective and equitable selec
tion .

Personnel officer, EEO off ice r..............

EEO officer, management and super
visory personnel, personnel officer.

Management and supervisory per
sonnel, regional tra ining  officer, 
EEO officer.

Personnel officer, EEO officer..............

Princ ipal field officers, personnel 
officer, EEO officer, t rainin g off icer, 
distr ict  directors.

9 7 -7 8 9 — 7 11

Mar. 1, 1973

Mar. 31,1973

Mar. 1,1973

June 1,1973 

Mar. 31,1973
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R eg ion IX , Chi ca go , I I I . ,  N ovem ber 30, 1972, to N ovem ber 30,  197 3— C o n ti nued
OBJECTIVE I II :  TO ASSURE THE FULLEST POSSIBLE UTILIZAT ION OF THE PRESENT SKILLS OF EMPLOYEES: 

TO INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, 
PERFORM AT THEIR HIGHEST POTENTIAL AND ADVANCE WITH THEIR AB ILITIE S (UPWARD MOBILITY)— Con.

Action Responsible officia ls Target date

6. Establish special, positive tra ining  programs for employees, Personnel o fficer, EEO officer, train ing  Mar. 31,1973
inc luding minority group  persons and women who have officer,  
demonstrated capacity for  growth and advancement, and 
whose planned education or tra inin g is relevant to the ir 
curre nt  or prospective responsibili ties.

7. Review and analyze occupational areas per iodically to id e n ti fy ____ do......................... ...........................  Do
low-grade dead-end positions and redesign specific jobs and 
career guidelines to provide greater  career opportunities, 
lateral movement in related fields and flex ib ili ty  in entrance
requirements.

8. Ide ntif y, train, and develop for upward mo bil ity ; interested
and qual ified  employees in lower grades by such activ ities 
as:

(a ) Upgrading of clerical, technica l, and professional
sk ills ;

(b ) Prov iding special training, coaching, and work
experience when needed;

(c ) Arranging for basic or special education when
needed;

(d ) Projects to improve the  ski lls  and emp loyabi lity
of the disadvantaged and partic ipants in the 
economic and educational opp ortunity  program;

(e ) Tra ining supervisors in MUST, in  supervision of the
disadvantaged youths as wel l as adul ts with  
special problems.

9. Encourage employee self-development by provid ing counseling
and assistance when needed.

10. Encourage use of programs designed to bring recru its into 
the organization at a lower level than usual with a view 
toward upgrading.

Principal field  officers , personnel June 1,1972 
officer,  EEO officer, tra ining  officer,  
dis tric t directors.

Personnel officer,  tra ining  officer, Feb. 1,1973 
EEO officer.

Personnel officer, EEO o ff ic er. ...............  Do.

OBJECTIVE IV : TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO 
SUPPORT THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Recognition will  be given to supervisors and managers who Principal field officers, dist ric t direc- Dec. 31,1972
contribute  notably to the success of Customs' EEO program. tors.
Bureau circular PER-4-PER, dated Ap ril 6, 1972.

2. Continue to consider performance in the equal opp ortu nity  area Principal field officers , di st ric t direc- Mar. 1,1973
in evaluating the  effectiveness of supervisors and managers. tors, EEO off icer,  personnel officer.

OBJECTIVE V:  TO BE SURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH 
HAVE A POSITIVE EFFECT ON EMPLOYABILITY

1. Cooperate with other  Treasury bureaus through Federal execu- Principal field officers,  dis tric t direc- Feb. 1,1973
five  boards and associations in spearheading community tors,  port  di rectors, 
action projects which have a positive  e ffect on em ployability .
In the absence of FEB of FEA, customs officia ls should assume 
leadership in spearheading such commun ity action programs.

2. Assist minority  group employees in find ing suitab le housing .........do .......... ................................... .. Do.
and transportation if  dif ficulty in obta ining such serves as a 
bar rier to employment of min ori ty groups in  a particular area.
Info rm minorit y group employees and prospect ive employees 
of available assistance.

3. Become fam ilia r with  the act ivities of fa ir housing or ga niza -.........do......................................................  Do.
tions and establish relat ions  wi th them whereby employees 
may receive information and assistance. Insure that  any 
lis ting of housing posted on office bu llet ing  boards is of fered 
on an open occupancy basis.



R egion  IX , Chicago , I I I .,  November 30, 1972, to November 30, 1973— C on tinu ed
OBJECTIVE V I:  TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM 

EVALUATION SYSTEM

1. The program w ill  be evaluated qua rter ly and summaries of
program information w ill  be subm itted  annually. Bureau 
circ ular PER-16 EEO, dated May 8, 1970, outlines  the  guide
lines and inst ructions for evaluating the program and for  
sub mit ting  summaries of program act ivity.

2. Statistical data w ill  be main tained on the employment of mi 
nority  group and female employees in  Customs.

3. Statistical and program data w ill  be analyzed and reviewed in
order to determine program needs, conditions requiring 
corre ctive act ion, emplo yment patterns and tren ds,  re cru iting 
needs, p romotional opportun ities, etc.

Principal field officers,  EEO officer, Dec. 31, 1972. 
personnel officer.

EEO office r, personnel off ice r................  Do.

Principal field  officers,  personnel of-  Do. 
ficer , EEO officer.

OBJECTIVE VII : TO INSURE PROMPT, FAIR, AND IMP ART IAL PROCESSING OF COMPLAINTS OF DISC RIMINATION ; 
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

1. EEO officers and counselors, at region headquarters  and in
the field offices, will  be responsible for imp lement ing the 
program and handling the  complaints of  discrimina tion as 
app ropriate .

2. Appropria te discipl inary and corre ctive action will  be taken in
cases where the investigation proves there has been dis crimi
natory practices.

3. To create an atmosphere of awareness and to con tinu ally  em
phasize the  program, the  region w ill  disseminate general  
program info rma tion on accomplishments and act ivities in 
EEO, its  action plans, etc., to field  officers.

4. Public ize the  names of bureau and region equal employment
officers  and counselors.

5. EEO counselors will be replaced and trained as needed...........

EEO officer, EEO counselors ..................Dec. 1, 1972.

Principal field  officers,  EEO o ff ic e r. ..  Dec. 31, 1972.

EEO off ice r...............................................

EEO officer, personnel officer, tra in 
ing officer.

Do.

Dec. 1,19 72 .

I I . GOALS  AND  T IM E T A B L E S

The establishment of numerical employment goals and timetables is a useful 
management concept that can significantly enhance EEO objectives where the 
use of such goals will contribute to the resolutions of equal employment oppor
tunity problems. Affirmative  action to attain goals must be carried out within 
the context of the merit system for Federal employment. The established Regional 
numerical goals are valid only during periods of full employment and normal 
attrition. During other periods, some adjustments in the numerical goals are 
necessary.

Goals and t imetables Responsibil ity and comp letion date

SECURITY AND AUD IT (ACTION STEP)

Appo int 1 minority  candidate to t he  position of  cr imina l investigator, G S-5 /1 2.. Regional dire cto r, security and au dit;
Dec. 1,1973.

OFFICE OF INVESTIGATIONS (ACTION STEPS)

1. Appoint or promote 5 minority candidates to the positions of special agent,  Special agents in charge, Nov. 30,1973.
GS-5/12.

2. Appoint or promote 3 fema le candidates to  the positions of special agent, Do.
GS-5/12.

REGION (ACTION STEPS)
1. Prom otel female to the position of opera tions  officer, GS-9/13.............. ..............Regional commiss ioner, Nov. 30, 1973.
2. Promote 1 female to the position  of operating accountant, GS-5/11......................  Do.

CHICAGO (ACTION STEPS)

1. Promote at least 1 female to the grade of G S-12.................................................. Dis tric t Direc tor, Nov. 30, 1973.
2. Promote at least 1 female to the position o f inspecto r, GS-11..........     Do.
3. Promote and/or appoint at least 2 minorit ies to the position of inspector, Do.

GS-5/7.
4. Promote and/or appoint  at least 2 m inorities to the position of im port spec ial- Do.

ist,  GS-5/7.
5. Promote and/or appoint at least 2 females to  the position of inspector, G S- 5/7. . Do.
6. Promote and/or appoin t at least 2 females  to the position of im port specialist,  Do.

GS-5/7
7. Promote at least 1 min orit y male to the position of inspector, GS-11............... Do.



160

Goals and timetables Responsibili ty and completion  date

CLEVELAND (ACTION STEPS)

1. Appo int and/or promote at  least 2 females to the position o f customs inspector,
GS-5/7.

2. Appo int and/or promote 2 females to the  position of  import specialist, GS-5/7 ..
3. App oint and /or promote 2 minorit ies to the  position of customs inspector,

GS-5/7.
4. Appoint  and /or promote 2 minorit ies to the  position of impo rt spec ialis t,

GS-5 /7.
5. Promote 1 minority  to  the  position of customs inspector, GS-11___________

Do.

Do.
Do.

Do.

Do.

DETROIT (ACTION STEPS)

1. Appoint  and /or promote 4 minorit ies  to the  position of customs inspector,
GS-5/7.

2. App oint and /or promote 4 minorit ies to the  position of import specialist ,
GS-5/7.

3. Appoint  and /or promote 2 females to the  position of customs inspector,
GS-5/7.

4. Appoint  and/or promote 2 females to the position of  import specia list,  GS-5 /7..
5. Promote 1 minority  to the  grade of GS-12................. ...................... .................

Do.

Do.

Do.

Do.
Do.

DULUTH (ACTION STEPS)

1. App oint at leas t 1 American  Ind ian to the posi tion of customs inspector, 
GS-5/7.

Do.

2. Appoint and/or promote at least 1 female to the position of customs inspector, 
GS-5/7.

MILWAUKEE (ACTION STEPS)

Do.

1. Appoint  and /or promote at  leas t 1 minority  to  the position of customs inspec
tor, GS-5/7.

2. Appo i nt and /or prom ote at least 1 mi nority  to the  posit ion of im po rt specia list,
GS-5/7.

3. Appoint and/o r promote at least 1 fem ale to the position of customs inspector,
GS-5/7.

MINNEAPOLIS (ACTION STEPS)

Do.

Do.

Do.

1. Appoint  at least 1 mino rity to the pos ition of customs insp ector, GS-5 /7..........
2. Appoint at least  1 mino rity to the pos ition of import spec ialis t. GS-5/7---------

Do.
Do.

PEMBINA (ACT ION STEPS)

1. Appoint at leas t 1 American Ind ian  to the  posi tion of customs inspector,
GS-5/7.

2. Appoint at least 2 fem ales to  the pos ition  o f customs inspector,  GS-5/7........ .

Do.

Do.

ST. LOUIS (ACT ION STEPS)

1. Appoint and /or promote 1 female to the  position of customs inspector,
GS-5/7.

2. Promote 1 mino rity to  the grade of GS-11....... ............... ................... ...............

Do.

Do.

I I I . ALL O CA TIO N  O F P E R S O N N E L  AN D R ESO U R C E S FO R  E E O

U.S. CUSTOMS, REGION IX, CHICAGO, ILL.

Ful ltim e Part time

A. EEO program personnel:
Equal opportunity off icer........................................................... ............................... .. X .......................
Federal women’ s program coord inators ( 2 ) . . . .................................................... ............. ............. .......  X
16-po int program coordina tor........................ ........................................... . .........................................  X
EEO counselors ( 3 ).............. .......................................................................... ............................... .............  X
Disc riminat ion complaint investigato rs........................................................ ......... ........................... ........ X

Man-years
(pe rcent)  Amount

B. Personnel and fiscal resources:
1. EEO counseling............................................................................................................
2. Complain t proc es sing ..____ __________ _____________ _________________
3. EEO program adminis tra tion_______ _______ _________________ _______ _
4. EEO sub ject  mat ter tra in ing.......................................................................................

10 $1,400
35 5,100
70 10,000
35 5,100
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IV. R epo r t  of Q u a l if ic a t io n s  o f  P r in c ip a l  EEO  O f f ic ia l s

I certify  tha t the qualif ications of all staff officials concerned with  admi nis tra 
tion  of the EEO Program including the  following: EEO Officers, F ederal Women’s 
Program Coordinator, Sixteen-Point  Program Coordinator  for the  Spanish  
Speaking, and other EEO Staff Officials have been reviewed by compete nt au thor 
ity  and the incum bents  of these positions meet the  standa rds  out line d in Quali 
fications Stan dard s Handbook X-118 under “ Equal  Oppor tunity Specia list GS - 
160'’ or “Qualifications Guide for Collateral Assignments Involving Equa l Em 
ploym ent Oppor tunity Duties .” Evidence t ha t the  review has been made  and  its  
findings are on file and availab le for  review by Civil Service  Commission officials.

N O R V EL P . W E ST , EQ U A L O PP O R T U N IT Y  O FF IC E R

Mr. Norvel  P. West is the  coordinator for a free career guidance  and  college 
placement organ izatio n th at  works with  minority  groups in the  Chicago area. 
He is the Special Representat ive for the  North Cent ral Province  of the Kap pa 
Alpha Psi Fra ternity on Hum an Relat ions. In addi tion  to the  above organization,  
he is a member of the  Chicago Chapter of the JC ’s. Mr. West served as Personnel 
Officer for one of the  United Sta tes Army Special Forces Groups (Airborne) at  
Fort Bragg, North Carolina from September I960 to Jan uary 1964. He was in 
charge  of General Services Adm inist ratio n minority  rec ruitment program from 
May 1966 to  S eptem ber 1969. Mr. West has served as Region IX Equal Employ
ment Oppor tun ity Officer since Jun e 1970. Since his appoin tme nt to the  position 
of EEOO, he has attended the  following courses:

Equal Employment Opportunity Counseling—February 8-5, 1970.—Course fo
cused on Cul tura l Und erstanding and  Awareness;  How the Discrimination Com
plaint System Works; The Counselor’s Key Roles, and Psychological Needs of the 
Complainant.

Investigating Complaints of  Discrimination— May 19-21, 1971.—This course was 
designed  to enable  par tic ipants  to carry  out  the  process of investigating com
plain ts of discrimination, from the  orig in of the case to the  final report.

Advanced Equal Employment Opportunity Counseling—May  9-11, 1972.—Topics 
covered include EEO program tod ay;  Counselor par ticipat ion  in the  complaint 
system; organizat ional  re lationships of the counselor; inte rcu ltural  unde rsta nding,  
and adva nced counseling techniques.

JA N E T  JO H N SO N , EE O  C O U N SELO R

Jane t (Jenny) Johnson was born in Ames, Iowa in 1948, bu t she was raised in 
the  weste rn subu rbs of Chicago, Illinois.

Miss Johnson gradua ted from Northweste rn University in Jun e 1970, with a 
B.S.J. in Journalism . While at  Nor thweste rn she was very activ e in stu dent 
activities and  s tud ent government.

Miss Johnson joined  the  Bureau of Custom s in October 1970 as an Import 
Specialist at  the  Por t of Chicago. She passed the  Import Specialist Proficiency 
Tes t in March 1972. She is presently an ac ting  Team Chief in the Chicago Dis tric t.

Miss Johnson is currently working toward a ma ste r’s degree in Sociology.
She has completed the Civil Service Commiss ion’s basic Equal Employment 

Oppor tunity Counselor’s Course.

C H A R L ES A. W A D E, J R .,  EE O  C O U N SELO R

Char les A. Wade, Jr.  was born in Wilder, Virginia in 1921. After gradua ting  
from Excelsior High School in 1939, he was employed by the  Railway Postal 
Service for a period of eighteen mon ths.  In 1942 he was called to service with  the 
93rd Infantry  Division in the  Jud ge Advocate and  Finance Division and later 
att ended the Armed Forces Insti tu te  of Finance at  New Caledonia for a period of 
nine months. He was award ed the  Bronze Sta r Medal and  a personal cita tion  for 
outsta nding  service and  was discharged  in J anuar y 1946.

Mr. Wade jo ined the Treasury Dep artm ent , Bureau of Accounts, in M arch 1946 
where he worked until joining the Customs Service in Jun e 1957. During this t ime 
he att ended the  Cleveland Insti tu te  of Art and Cooper’s School of Art, needing 
only eleven hours to complete the  requ irem ents  for a degree. During his service 
with Customs, he has held the  positions of Fiscal Acco untant, Adm inist rative 
Fiscal Officer and Adm inist rativ e Officer. He is presen tly a Customs Inspector.



For  the p ast fifteen years, Mr. Wade has been very active in comm unity , school 
and  church activitie s and  has served as Vice P resident of the  Mt.  Pleasant Area 
Com munity Council for two years  and as Financia l Secretary for the  same orga
nizat ion for a like period. He organized and chaired his neighborhood Community 
Club for a period of seven years and  has served as a member of his Church Board 
for the  p ast  five years.

He is married and  has thre e children.

C LA R EN C E W . R ED LE Y , EEO  CO UNSE LO R

Clarence W. Redley attend ed Henry Ford Community College (1952-1954). 
He received a diploma in Business Administra tion from the Det roit  Insti tu te  of 
Commerce in 1956. He worked as a clerk with the  United States Pos t Office 
until  he jo ined Customs in October 1956. He served two years in the Armed Forces  
(1957-1959). Presen tly, he is an Impor t Specialist.

In the  fall of 1966, he became an active  member  of the  Federa l Exec utive  
Associa tion’s Recruitmen t Subcommittee . Under  this comm ittee he assumed the  
role of Senior Counselor and coordinated  recruitm ent efforts for the  Federal 
Gov ernm ent at  one of Detro it’s inner  city high schools. Through group and  
individual counseling, stud ents  were introduced to various employm ent opp or
tun itie s with  the Federal  Government and encouraged to fur the r the ir edu cat ion  
This  program is still in operation. He worked with two of Detroit ’s business schools 
and  encouraged officials to up-grade their courses to include at leas t ninety  (90) 
quart er hours  of credit so t ha t graduates would qualify  u nder the  Jun ior  Federal 
Ass istan t examination.

For the  pas t three  years, he has taken a personal inte res t in enrollees of the  
Neighborhood Youth Corps assigned to the Customs Service. He assist s them 
with their personal problems and  puts  forth  an effort to motivate  them to help 
themselves. Through this effort, some of the  enrollees have been placed in full
time employment.

Recently, he was designated as the local Deputy Equal  Employm ent Oppor
tuni ty  Officer. In  this  capac ity, he is takin g steps to provide a practica l prog ram 
th at  will insure an equal oppor tun ity for all.

He is active in church and community groups of the downrive r area.
He is married and has one daughter.

JO H N  M. UTZ , S IX T E E N -P O IN T  PR OGRAM  C O ORD IN ATOR FOR T H E  SPA N IS H  S P E A K IN G

Joh n M. Utz  developed a stro ng pencha nt for languages while attend ing  an 
internatio nal  postgraduate college in Italy . He received an M. A. in languages from 
the  Ca tholic  University  in Washington, D.C., and subsequent ly ta ught high school 
languages south of Chicago in Momence, Illinois.

For  three  years  there after he was a vocat ional counselor for a religious organiza
tion  in Chicago. He began studying for an M. Ed. degree with  a specialty  in 
Guidance and Counseling  a t Loyola Univers ity and  a t present is six credi t hours 
short of obta ining the degree.

He worked many hours  in Spanish speaking areas, par ticu larly a round the near  
Sou th side before the  spread  of Univers ity of Illinois, Chicago Circle, took over 
much of th at  area. He likewise worked in the  predominate ly Mexican area  in 
South Chicago nea r the Steel Mills.

His fluency in Spanish and h is contac ts in the Spanish speak ing areas of Chicago 
are both helpful in his role as coordinator  of the  EEO Program for the  Spanish  
Surnamed.

G ER TR U D E F . PO CH , F E D E R A L  W O M EN ’S PR OGRAM  CO ORDIN ATOR

During the period 1950 to 1966, Mrs. Poch served as Personnel Officer, GS-9/10,  
to five field officials in the  U.S. Customs offices in the  Chicago area, which offices 
had  a tota l complement of 290 employees. She functioned in an adviso ry capacity  
in all facets  of personnel m anag ement to the  five field officials, covering employee 
rela tions, staffing, position classification, etc.

She att end ed the  University  of Chicago at  nigh t during the  periods 1954 to 
1958 an d 1956 to 1962, receiving certifica tes of completion  in the  Basic Program 
of Studies in Execu tive Development and the  Program of Liberal Educatio n for 
Adul ts.

Curren tly  she is serving as Personnel Managem ent Speciali st, GS-11, and  has 
been  designated as Federal Women’s Program Coordinator  for Region IX.
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V. REGION IX STATISTICAL DATA

REGION OFFICE

Total Negro Spanish Indian Oriental Other

Pay plan Male Female Male Female Male Female Male Female Male Female Male Female

GS-16......... 1 0 0 0 0 0 0 0 0 0 1 0
GS-15......... 3 0 0 0 0 0 0 0 0 0 3 0
GS-14......... 2 0 0 0 0 0 0 0 0 0 2 0
GS-13......... 10 0 1 0 1 0 0 0 0 0 8 0
GS-12......... 11 2 1 0 0 0 0 0 0 0 10 2
GS-11......... 7 7 2 4 0 0 0 0 0 0 5 3
GS-10......... 0 0 0 0 0 0 0 0 0 0 0 0
GS-9 ........... 4 6 1 2 0 0 0 0 0 0 3 4
GS-8 ........... 0 0 0 0 0 0 0 0 0 0 0 0
GS-7 ........... 2 9 0 3 0 1 0 0 0 2 2 3
GS-6 ........... 1 12 0 4 0 0 0 0 0 1 1 7
GS-5 ........... 4 13 0 3 0 0 0 0 0 0 4 10
GS-4_____ 0 5 0 0 0 0 0 0 0 0 0 5
GS-3 ........... 0 5 0 1 0 0 0 0 0 0 0 4
WG-8.......... 2 0 2 0 0 0 0 0 0 0 0 0

T o ta l. .. . 47 59 7 17 1 1 0 0 0 3 39 38

CHICAGO

GS-15......... 1 0 0 0 0 0 0 0 0 0 1 0
GS-14......... 3 0 0 0 0 0 0 0 0 0 3 0
GS-13......... 3 0 0 0 0 0 0 0 0 0 3 0
GS-12......... 19 1 1 0 0 0 0 0 0 0 18 1
GS-11......... 35 4 1 0 2 0 0 0 0 0 32 4
GS-10......... 2 0 0 0 0 0 0 0 0 0 2 0
GS -9........... 29 4 2 0 1 0 0 0 0 0 26 4
GS-8........... 0 3 0 2 0 0 0 0 0 0 0 1
GS-7........... 19 9 3 3 0 0 0 0 0 0 16 6
GS -6........... 23 11 10 2 0 0 0 0 0 0 13 9
GS-5........... 18 28 2 7 0 0 0 0 0 0 16 21
GS-4........... 2 6 1 1 0 0 0 0 0 0 1 5
GS-3........... 1 2 0 0 0 0 0 0 0 0 1 2
WL-6.......... 2 0 2 0 0 0 0 0 0 0 0 0
WL -6.......... 8 0 3 0 0 0 0 0 0 0 5 0
WG-3.......... 1 0 1 0 0 0 0 0 0 0 0 0

T o ta l. .. . 166 68 26 15 3 0 0 0 0 0 137 53

CLEVELAND

GS-15......... 1 0 0 0 0 0 0 0 0 0 1 0
GS-14____ 2 0 0 0 0 0 0 0 0 2 2 0
GS-13......... 2 0 0 0 0 0 0 0 0 0 2 0
GS-12......... 14 1 0 0 0 0 0 0 0 0 14 1
GS-11......... 17 0 0 0 0 0 0 0 0 0 17 0
GS-10......... 3 0 0 0 0 0 0 0 0 0 3 0
GS-9........... 36 0 3 0 0 0 0 0 0 0 33 0
GS-8........... 1 0 0 0 0 0 0 0 0 0 1 0
GS-7 ........... 17 4 0 0 0 0 0 0 0 0 17 4
GS-6........... 4 6 0 0 0 0 0 0 0 0 4 6
GS-5 ........... 3 9 1 1 0 0 0 0 0 0 2 8
GS-4 ........... 0 5 0 0 0 0 0 0 0 0 0 5
WG-1.......... 1 0 0 0 0 0 0 0 0 0 1 0

T o ta l. .. . 101 25 4 1 0 0 0 0 0 0 97 24
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V. REGION IX STATISTICAL DATA-Continued

DETROIT

Total Negro Spanish Indian Oriental Other

Pay plan Male Female Male Female Male Female Male Female Male Female Male Female

GS-15......... 2 0 0 0 0 0 0 0 0 0 2 0
GS-14......... 2 6 0 0 0 0 0 0 0 0 2 0
GS-13......... 7 0 G 0 0 C 0 0 0 0 7 0
GS-12......... 25 1 2 0 0 0 G 0 0 0 23 1
GS-11......... 57 2 3 u 0 0 0 0 0 0 54 2
GS-10......... 1 0 0 0 0 0 0 0 0 0 1 0
GS-9_____ 69 3 1 0 2 0 0 0 0 0 66 3GS -8........... 0 1 0 1 0 0 0 0 0 0 0 0
GS-7........... 23 11 2 3 0 0 0 0 0 0 21 g
GS-6........... 10 8 3 1 0 0 0 0 0 0 7 7G S 5 _____ 18 24 4 4 0 0 0 0 0 0 14 20G S 4 ........... 0 8 0 2 0 0 0 0 0 0 0 6
G S -3 ......... 0 3 0 0 0 0 0 0 0 0 0 3
W G -6 ........ 1 0 1 0 0 0 0 0 0 0 0 0
WG-5......... 1 0 0 0 0 0 0 0 0 0 1 0

T o ta l. .. . 216 61 16 11 2 0 0 0 0 0 198 50

DULUTH

GS-14____ 1 0 0 0 0 0 0 0 0 0 1 0
GS-13......... 2 0 0 0 0 0 0 0 0 0 2 0
GS-12......... 3 0 0 0 0 0 0 0 0 0 3 0
GS-11......... 8 0 0 0 0 0 0 0 0 0 8 0
GS-10......... 0 0 0 0 0 0 0 0 0 0 0 0
GS-9 ........... 14 0 0 0 0 0 0 0 0 0 14 0
GS -8.......... 0 1 0 0 0 0 0 0 0 0 0 1
GS-7........... 4 0 0 0 0 0 0 0 0 0 4 0
GS-6 ........... 1 2 0 0 0 0 0 0 0 0 1 2
GS-5 ........... 1 2 0 0 0 0 0 0 0 0 1 2
GS-4_____ 0 2 0 0 0 0 0 0 0 0 0 2
GS-3........... 0 1 0 0 0 0 0 0 0 0 0 1

Total___ 34 8 0 0 0 0 0 0 0 0 34 8

MILWAUKEE

GS-14 . . . . 1 0 0 0 0 0 0 0 0 0 1 0
GS-13 ........ 2 0 0 0 0 0 0 0 1 0 1 0
GS-12......... 2 0 0 0 0 0 0 0 0 0 2 0
GS-11 . . . . 3 0 0 0 0 0 0 0 0 0 3 0
GS-10____ 0 0 0 0 0 0 0 0 0 0 0 0
GS-9 . . . . 5 1 0 0 0 0 0 0 0 0 5 1
GS-8 ......... 0 1 0 1 0 0 0 0 0 0 0 0
GS-7........... 6 0 0 0 0 0 0 0 0 0 6 0
GS-6 ____ 0 2 0 0 0 0 0 0 0 0 0 2
GS-5........... 0 1 0 1 0 0 0 0 0 0 0 0
GS-4........... 0 2 0 0 0 0 0 0 0 0 0 2

Total....... 19 7 0 2 0 0 0 0 1 0 18 5

MINNEAPOLIS

GS-14____
GS-13____

0
2

1
0

0
0

0
0

0
0

0
0

0
0

0
0

0
0

0
0

0
2

1
0

GS-12......... 3 0 0 0 0 0 0 0 0 0 3 0
GS-11......... 8 1 0 0 0 0 0 0 0 0 8 1
GS-10......... 0 0 0 0 0 0 0 0 0 0 0 0
GS-9 ........... 7 0 1 0 0 0 0 0 0 0 6 0
GS-8........... 0 1 0 0 0 0 0 0 0 0 0 1
GS-7 ........... 3 1 0 0 0 0 0 0 0 0 3 1
GS-6 ........... 1 2 0 0 0 0 0 0 0 0 1 2
GS-5........... 1 3 0 0 0 0 0 0 0 0 1 3
GS-4........... 0 1 0 0 0 0 0 0 0 0 0 1
WG-6.......... 4 0 2 0 0 0 0 0 0 0 2 0

T o ta l. .. . 29 10 3 0 0 0 0 0 0 0 26 10
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V. REGION IX STATISTICAL DATA—Continued

PEMBINA

Total Negro Spanish Indian Oriental Other

Pay plan Male Female Male Female Male Female Male Female Male Female Male Female

GS-14____ 1 0 0 0 0 0 0 0 0 0 1
0
0

GS-13......... 2 0 0 0 0 0 0 0 0 0 2 u
GS-12......... 5 0 0 0 0 0 0 0 0 0 5 0
GS-11____ 8 0 0 0 0 0 0 0 0 0 8 0
GS-10......... 5 0 0 0 0 0 0 0 0 0 5 1
GS-9........... 30 1 0 0 0 0 1 0 0 0 29 1
GS-8........... 0 1 0 0 0 0 0 0 0 0 0 1
GS-7........... 1 1 0 0 0 0 0 0 0 0 1 1
G S-6 .......... 0 1 0 0 0 0 0 0 0 0 0 4
GS-5........... 1 4 0 0 0 0 0 0 0 0 1
GS-4 ........... 1 0 0 0 0 0 0 0 0 0 1 0

Total....... 54 8 0 0 0 0 1 0 0 0 53 8

ST. LOUIS

GS -14.__ 1 0 0 0 0 0 0 0 0 0 1 0
GS-13____ 3 0 0 0 0 0 0 0 0 0 3 o
GS-12____ 4 0 0 0 0 0 0 0 0 0 4 u
GS-11......... 6 0 0 0 0 0 0 0 0 0 6 o
G S -1 0 .. .. 0 0 0 0 0 0 0 0 0 0 0 o
GS-9........... 6 0 3 0 0 0 0 0 0 0 3 1

1
4

GS-8_____ 0 1 0 0 0 0 0 0 0 0 0
GS-7........... 3 1 0 0 0 0 0 0 0 0 3
GS-6 ........... 0 4 0 0 0 0 0 0 0 0 0
GS-5 .......... 0 5 0 0 0 0 0 0 0 0 0
GS-4_____ 0 0 0 0 0 0 0 0 0 0 0 0
GS-3 ........... 0 3 0 0 0 0 0 0 0 0 0 3

T o ta l. .. . 23 14 3 0 0 0 0 0 0 0 20 14

SECURITY AND AUDIT

GS-15____ 1 0 0 0 0 0 0 0 0 0 1 0
GS-14____ 2 0 0 0 0 0 0 0 0 0 2 0
GS-13____ 2 0 0 0 0 0 0 0 0 0 2 0
GS-12____ 4 0 0 0 0 0 0 0 0 0 4 0
GS-11......... 1 0 0 0 0 0 0 0 0 0 1 0
GS-10____ 0 0 0 0 0 0 0 0 0 0 0 0
GS-9 ........... 2 0 0 0 0 0 0 0 0 0 2 0
GS-8 .......... 0 0 0 0 0 0 0 0 0 0 0 0
GS-7_____ 3 3 0 0 0 0 0 0 0 0 3 3

Total___ 15 3 0 0 0 0 0 0 0 0 15 3

OFFICE OF INVESTIGATIONS

GS-14____ 5 0 0 0 0 0 0 0 0 0 5 0
GS-13____ 19 0 0 0 0 0 0 0 1 0 18 0
GS-12......... 25 0 0 0 0 0 0 0 0 0 25 0
GS-11......... 24 0 0 0 1 0 0 0 0 0 23 0
GS-10......... 0 0 0 0 0 0 0 0 0 0 0 0
GS-9........... 46 0 1 0 0 0 0 0 0 0 45 0
GS-8........... 0 1 0 0 0 0 0 0 0 0 0 1
GS-7_____ 123 6 2 0 1 0 0 0 0 0 120 6
GS-6........... 0 9 0 0 0 0 0 0 0 0 0 9
GS-5_____ 45 18 2 2 2 0 0 0 1 0 40 16
GS-4_____ 0 6 0 1 0 0 0 0 0 0 0 5

Total___ 287 40 5 3 4 0 0 0 2 0 276 37
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REGI ON IX  RE GIO NA L HEA DQU ART ERS  

PO SIT ION PO PU LA TIO N AS  OF SE PT . 30, 1972

Series Position title Grade Total Men Women

Percen t
age of 

women

G-02 01......... . . .  Personnel of fic er .____ ________________ 13 1 1 0 0G-02 01......... . . .  Personnel management spe cial ist.............. 9-12 6 2 4 66.7G-02 03......... . . .  Personnel ass ista nt.......... ..................... .. 7 1 0 1 100.0G-0 203____ . . .  Personnel cler k______ _______________ 6 3 0 3 100.0G-0221____ . . .  Pos. cla ss , speci ali st.................... . ........... .. 12 1 1 0 0G-0 235 ____ ___ Emp. devl. officer_____________________ 12 1 1 0 0G-0 301.........___ Asst . reg. comm, (op er. )................. ........... 15 1 1 0 0G-0301____ ___Su pv. operat ions officer................................. 15 1 1 0 0G-0301......... . . .  Operations officer_____________________ 11-13 7 7 0 0G-0301......... . . .  Incentive  awards coordinator ..................... 7 1 0 1 100. 0G-0301____ ___ Collect ion offic er............. ............................. 6 1 0 1 100.0G-03 12......... . . .  Clerk-s tenographer...................... ............... 3-5 5 0 5 100.0G-0 318 ......... . . .  Sec retary ........................................................ 9 1 0 1 100.0G-0 318......... ................ do....... ................. ........... ....................... 5-6 6 0 6 100.0G-0 322......... ___Cl erk -ty pis t...................................................... 3-4 4 0 4 100.0G-0 340......... . . .  Regional comm iss ion er .............................. 16 1 1 0 0G-0 341 ____ . . . .  Ass t. reg. comm, (a dm .)............................. 15 1 1 0 0G-0341......... ___A dmin istra tive of fic er ................................... 11 1 1 0 0G-0 341 .........________do . ................... ....... ............................. 7 1 0 1 00 .0G-0 341 ____ ___ Adm inist rative assis tant.................. ........... 9 1 1 0 0G-0 343 ____ ___ Management ana lysis  officer....................... 13 1 1 0 0G-0 343 ......... . . .  Management an a ly st .. ............................... 11 1 1 0 0G-0 344 ____ . . . .  Management ass istant ................................. 4 1 0 1 100. 0G-0 505 ____ . . .  Finan cial man ag er .................................. .. . 14 1 1 0 06-0 510_____ . . .  Accounting officer......... . ............................. . 13 1 1 0 0

CHI CAG O D IS TRIC T (PO PU LA TIO N OC CU PA NC Y:  WOMEN, 28.4 PE RC EN T; MEN, 71.6 PE RC EN T)

G-0301____ . . . .  Distr ict director ........................................ ........... 15 1 1 0 0G-0 301 ____ ___ Ass ista nt dist rict  d irector ....................... ..........  14 3 3 0 0G-03 01____ . . . .  Import control officer......... . ................... ..........  13 1 1 0 0G-0 301____ ________d o. ........................ . ....................... _____  9 1 0 1 100.0G-0 301____ . . . .  Port direc tor__________________ _____ ..........  10 2 2 0 0G-0301......... . . . .  Office service cle rk .................................. _____  5 1 1 0 0G-0 301 .........___C ler k; man. cle rk;  FP F cle rk ___________..........  3-5 10 2 8 81 .8G-0 301 .........___T el ler. ...................................................... ..........  7 1 0 1 100.0G-0 312____ ___C lerk -ste nog raph er_________ _______________  4-5 2 0 2 100. 0G-0318____ ___Se cre tar y.................................. . ............................. 5-7 5 0 5 100. 0G-0 322____ . . . .  Cl er k- ty pist ................................................_____ 3-4 2 0 2 100 .0G-0341____ ___Administra tive  of fic er ....................... ......... ____  9 1 0 1 100. 0G-O53O.......... . . .  Supe rviso ry cash ie r. ..______ ________ ____  8 1 0 1 100. 0G-09 63____ ___ Miscellaneous doc. examiner...... ............. ......... 7-8 4 1 3 75 .0G-1889.........___ Import spe cial ist........................................ _____ 5-13 49 41 8 16.3G-18 90____ ___ Customs inspector........................ . . . . . . . . _____ 5-13 83 74 9 10.8G-18 95......... . . . .  Customs warehouse officer___________ ____  5-7 13 13 0 0G-18 97____ ___ Customs aid ............... ................................. ..........  4-7 49 23 26 53.0G -1 8 9 7 .. .. ___ Supv. customs a id . . . ............................ .. ..........  7-9 3 0 3 100.0W-3502____ . . . .  Cargo hand ler.......... .................................. .......... 3 1 1 0 0W-5703____. . . .  Drive r-me ssen ger...................................... _____ 4 1 1 0 0W -7 002... . ___ Opr.-verifi er-p acker...............................................  5-6 12 12 0 0
Tot al.............................................................................................................. 246 176 70 ...................

CL EV ELAN D D IS TRIC T (PO PU LA TIO N OC CU PA NC Y: WOMEN, 18.9 PE RC EN T; MEN, 81.1 PE RC EN T)

G-0301............ . .  Dist ric t dir ec tor................................................. 15 1 1 0 0G-03 01_____ . .  Ass istant distr ict director ................ ................. 14 2 2 0 0G-03 01______ . .  Port director....................................................... 9-13 12 12 0 0G-03 01_____ . .  Cashier _______________________________ 7 1 0 1 100.0G-03 01........... . .  FP F cle rk;  offc serv. cler k_______ ____ ___ 4 2 0 2 100.0G-0 318_____ . .  Sec reta ry............................................................. 6-7 3 0 3 100.0G- 03 22 .......... . .  Cler k-t yp ist ____________________________ 4 3 0 3 100.0G-0963........... . .  Miscellaneous doc. examiner........ .................. 7-8 2 2 0 0G-188 9. ......... . .  Impo rt spe cia list ............................................... 5-13 29 25 4 13.8G-18 90........... . .  Customs inspector_______________ _______ 5-12 48 48 0 0G-18 95........... . .  Customs warehouse officer_______________ 6 6 6 0 0G-18 97______ . .  Customs ai d...................................................... 4-7 20 8 12 55 0G-0085............ . .  Guard.......... ....................................................... 4 3 3 0 0
To ta l. . 132 107 25 . . . .
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REGION  IX  REG ION AL HE AD QU AR TER S—Continued 

POSIT ION  PO PULAT ION  AS  OF SE PT . 30, 1972—Continued 

DE TR OI T D IS TR IC T (P OP UL AT IO N OC CU PA NC Y: WOMEN, 22.6 PE RC EN T; MEN, 77.4 PE RC EN T)

Percent-
Ser ies Position title Grade Total Men Women

age of 
women

G-0301......... . . .  Distri ct director......... ..................................... 15 1 1 0 0
G-03 01......... . . .  Deputy distr ict director............................. .. 15 1 1 0 0
G-03 01......... . . .  Ass ista nt distr ict direc tor............................ 14 1 1 0 0
G-03 01......... ...............do.......................................................... .. 13 1 1 0 0
G-0301......... . . .  Port director................................................... 10/14 4 4 0 0
G-03 01____ . . .  Import  control officer................... ................. 13 1 1 0 0
G-0301......... . . .  Cus . dog handler......... ................................. 7 1 1 0 9
G-0 301 ......... . . .  Tel ler ................ ......... . ................................. 7 5 0 5 100.0G-0 301 ......... . . .  Office se rvice cle rk ....................................... 5 1 1 0 0
G -0 3 0 1 .. .. . . .  Manifest c le rk .......................... . ................... 4 3 0 3 100. 0
G-0 312 ......... . . .  Cler k-steno grap her ...................................... 5 1 0 1 100. 0
G-0 31 8. . . . . . .  Secr etar y.......... ............................................. 6-7 2 0 2 100. 0
G -0 3 2 2 .. .. . . .  Cle rk- typ ist_______________________ _ 3-4 4 0 4 100 .0G -0 3 4 1 .. .. . . .  Administrative officer.................................. 11 1 0 1 100.0
G -0 5 3 0 .. .. . . .  Supe rviso ry cashie r...................................... 8 1 0 1 100.0
G -0 9 6 3 .. .. . . .  Miscellaneous document exam iner............ 5-9 4 2 2 50 .0G -1 8 9 9 .. .. . . .  Import spec ial ist_____ ______________ _ 7-13 40 37 3 7.5
G -1 8 9 0 .. .. . . .  Customs in sp ec to r. ...................... ............. 5-13 169 157 12 7.1
G-1 89 5. . . . . . .  Customs warehouse off ice r........................ 6 9 9 0 0G -1 8 9 7 .. .. . . .  Sup erv isor y customs ai d ............................. 9 1 0 1 100.0G -1 8 9 7 .. .. . . .  Customs ai d.......................................... ....... 4-6 35 5 30 85.7
W -5 7 0 3 .. . . . .  Motor vehicle op er at or .................. ........... 5 1 1 0 0
W -7 0 0 2 .. . . . .  Operato r-ve rifie r-packer ............................. 6 1 1 0 0

Total .........................................................................................  288 223 65.......................................

DULUTH  D IS TRIC T (P OPU LA TIO N OC CU PA NC Y: WOMEN,19.5 PE RC EN T;  MEN, 80.5 PE RC EN T)

G-0 301 ........... . .  Dis tric t d irector............. ......................... ............. 14 1 1 0 0G-0 301........... . .  Ass ista nt dis tric t d ire ct or .................... .............  13 1 1 0 0G-0301......... .. .......... do........................................................ .............  12 1 1 0 0
G-0 301 _____ . .  Port director ...... ..................................... .______  11-12 2 2 0 0
G-0312........... . .  Cler k-sten og ra ph er .......................... . ............  4 1 0 1 100.0
G- 03 18 .......... . .  Se cr et ar y. ......................................... ...... ............  6 1 0 1 100.0
G-0 322........... . .  Cle rk-ty pis t............ ............... ................. ............  3 1 0 1 100.0
G-0341 . . . . . .  Adm inist rative offic er...... ..................... ______  8 1 0 1 100.0
G-1 889........... . .  Impo rt spe cia list ..................................... ............  S-1 2 5 5 0 0
G-1 890........... . .  Customs in sp ec to r. ............................... 7-11 22 22 0 0
G-1 895 ........... . .  Custom s warehouse  officer__________ ............  6 1 1 0 0
G-1 897........... . .  Customs a id ............................................ ............  4-6 4 0 4 100 .0

To ta l. .. 41 33 8 . .

MILW AUKEE D IS TR IC T (PO PU LA TIO N OC CU PA NC Y: WOMEN, 26.9 PE RC EN T; MEN, 73.1  PE RC EN T)

G-03 01............... District director.......................................................
G-0301............... Assistant  district direc tor......................................
G-0301............... Port director............................................................
G-0301_______ Import control officer.............................................
G—0312................ Clerk -sten ogra pher.................. ......... ...................
G-03 41............... Admin istrative officer.............................................
G-0963............... Miscellaneous doc. examiner.................................
G-18 89_______ Import speciali st_________________________ _
G-18 90............... Customs inspector ..................................................
G-18 97________Customs aid .............................................................
G-0530............... Te lle r........................................................................

14
13

9
9
4
8
6

5-11
5-11

4
6

1 1
2 2
2 2
1 0
1 0
1 0
1 0
4 4
8 8
4 2
1 0

0 0
0 0
0 0
0 100. 0
1 100.0
1 100.0
1 100.0
0 0 4
0 0 ’
2 50.0
1 100. 0

Tota l............................................................................................................. 26 19 7 ...................

MINNE AP OL IS D IS TR IC T (P OP UL AT IO N OC CU PA NC Y: WOMEN , 26.3 PE RC EN T; MEN, 73.7 PE RC EN T)

G-03 01......... . . . .  Distr ict director....................................... ............. 14 1 0 1 100.0
G-0 301.......... . . .  Assistant  distr ict director...................... ............. 13 2 2 0 0
G-0318____ ___ Se cr eta ry .. ............................................... ............. 5 1 0 1 100.0
G-0341____ . . . .  Adm inistra tive officer ............................ ............. 8 1 0 1 100.0
G-0 530 .......... . . .  Te lle r ...................................................... ............. 5 1 0 1 1C0.0
G-1 889____ . . . .  Impo rt spe cial ist..................................... ............. 7-12 10 9 1 10.0
G-18 90____ Customs inspector ............. 5-12 11 16 1 9.0
G-1 897____ . . . .  Customs a id ........................................... ............. 4-7 5 1 4 80.0
W -7 002... . . . . .  Op era tor-v er ifier -pac ke r.. .................. ............. 6 6 6 0 0

To tal .............................................................................................................. 38 28 10 ...................
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REGIO N IX  REG ION AL HEAD QU AR TERS—Continued 

PO SIT IO N POPU LATIO N AS OF SE PT . 30, 197 2-C ont inued 

PEM BIN A D IS TR IC T (P OP UL AT IO N OC CU PA NC Y: WOMEN, 10.9 PER CE NT ; MEN, 89.1 PE RC EN T)

Percent-

Series Position title Grade Total Men Women
age of 

women

G-0301____ ___District direc tor........... ............................. ............  14 1 1 0 0
G-0301____ . . .  Assistant  distr ict dir ect or. .............. . 13 2 2 0 0
G-0301 . . . . ___ Port d irec to r____________ ________ ............  9-12 21 21 0 0
G-0301 . . . . ___ Fine s, pen. and forf. c le rk ____ _____ ............  5 1 0 1 100.0
G-0 341 ____ . . .  Administ rative officer___ __________ .......... .. 8 1 0 1 100.0
G-0 530 ____ . . .  Te lle r...................... ........................... . ............  5 6 2 0 2 1C0.0
G-1 889 ____ ___ Import spe cia list .................................... ............  9 12 6 5 1 16.7
G -1 8 9 0 .. .. . . .  Custom s insp ector................................................  7-12 36 35 1 2.8
G-1897____ ___C ustom s a id .............................................. ............  4 5 3 1 2 66.7

To ta l.............................................................................................................  73 65 8 ................... »

ST . LO UI S D IS TRIC T (P OPU LA TIO N OC CU PA NC Y: WOMEN, 37.8 PE RC EN T;  MEN, 62.2 PE RC EN T)

G -0 3 0 1 .. ..
G -0 3 0 1 .. ..

___ Distr ict director . __________________
. . . .  Assi stant d ist rict di rector .................... ..

____  14
____  13

1
2

1
2

0
0

0
0

G- 03 01 . . . ___ Port d irec tor____  ______  __________ 12 1 1 0 0
G-0301 ___ Fines , penalty  and forfeit cl erk _________ ........  5 1 0 1 100.0
G-0 31 8. . ___ Se cr et ar y. ............................................... .. ........  5 1 0 1 100.0
G -0 3 2 2 .. .. . . . .  Cl er k- ty pist________ ________________ 4 1 0 1 100.0
G -0 3 4 1 .. .. ___ Admi nistrative officer. ............................... . 8 1 0 1 100.0
G-0530 . . . ___ Te ller__________________ ____________ 6 2 0 2 100.0
G-1889 —  Import  s pe cia list .................... . ........................... 7-12 8 7 1 12.5
G-1890 . ___ Customs inspector _ __________________ ........ 7-12 12 12 0 0
G -1 8 9 7 .. .. ___ Customs a id ............... ........... ......................... 4-6 7 0 7 100.0

To ta l.............................................................................................................. 37 23 14 ...................

REGION  IX — POPULATIO N OF WOMEN IN CA REER-LA DD ER PO SITION S AS  OF SE PT . 30,1972

Position Regional Chi- Cleve- Mil- Minne- Pern- St.
Ser ies title office cago land Detroit Duluth waukee apolis bina Louis Total

3 0 1 .. . Operations officer. 0 0 0 0 G 0 0 0 0 0
5 1 0 .. . Operations 0 0 0 0 0 0 0 0 0 0

accountant.
13 20 .. Chem ist_____  ___ 2 0 0 0 0 0 0 0 0 2
18 89.. Import speci alist . 0 8 4 3 0 0 1 1 1 18
1890 Customs ins pec tor ... 
1894. . Custom s liquidator.

0
8

9
0

0
0

12
0

0
0

0
0

1
0

1
0

0
0

23
8

Tot al......................... 10 17 4 15 0 0 2 2 1 51

MEN OCCUP YIN G CA REER-LA DD ER PO SIT IO NS

Se rie s:
301.......................................................................... 7
510.......................................................................... 5

1320.......................................................................... 6
1889_........................................................................ 133
1890.......................................................................... 366

Total..................................................................... 517

Population occupancy (pe rce nt) :
Women .............................................................. 9
M en ........................... ......... ................... ...............  91

v

REGION IX -T O T A L  EM PLO YEE  POP ULA TIO N AS  OF SE PT . 30, 1972

Re-
gional
office Chicago

Cleve 
land Detroit

Du
luth

Mil- Minne- Pem
bina

St.
Louis Totalwaukee apoli s

Men......  .................... ..........  47 176 109 222 33 19 28 65 23 722
Perce nt...... ................. ----------  (44 ) (7 2) (83) (7 7) (81) (7 3) (7 4) (89 ) (62 ) (7 3)
Women________ 59 70 23 66 8 7 10 8 14 265
Percen t........................ - ..........  (56 ) (2 8) (17 ) (23) (19) (2 7) (26 ) (11) (38) (2 7)

Total ................ ______  106 246 132 288 41 26 38 73 37 987

Note: Population occupanc y: Women; 27 percent; men; 73 percent.
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REGIO N IX — REGIO NA L HEA DQUA RTE RS (POP UL AT IO N OC CU PA NC Y: WOMEN, 30 PE RC EN T; 
MEN, 70 PE RC EN T.)

PO PU LATIO N OF CA RE ER -LA DD ER  PO SIT IO NS  AS  OF SE PT . 30, 1972

Percentage

Series Position title Total Men Women Men Women

G-0 301........... . .  Operations officer___ ________ _____________ 7 7 0 ICO 0
G-0 510 _____ . .  Operating accou ntant............ ................... ......... 5 5 0 100 0
G-1 320 ........... . .  Chem ist...... ........................................................... 6 4 2 67 33
G-1 894 _____ . .  Customs liquid ato r.............................................. 13 6 7 46 54

To tal ... 31 22 9

CHICAG O D IS TR IC T (P OP UL AT IO N OC CU PA NC Y: WOMEN, 13 PERC EN T; MEN, 87 PE RC EN T.)

G-1889 ____ . .  Import sp ec ial ist .................................................. 49 41 8 83.7 16.3
G-1 890_____ . .  Customs inspector _____________ __________ 83 74 9 89.2 10.8

To ta l.. . 132 115 17

CL EV ELAN D D IS TRIC T (P OP UL AT IO N OC CU PA NC Y: WOMEN, 5 PE RC EN T; MEN, 95 PE RC EN T.)

G-1 889 _____ . .  Import  sp ec ia lis t. .......................... ..................... 29 25 4 86.2 13.8
G-1 890 _____ . .  Customs in sp ec to r.. ............................................ 48 48 0 100 0

To ta l.. . 77 73 4

DE TR OI T D IS TRIC T (POP UL AT IO N OC CU PA NC Y: WOMEN, 7 PE RC EN T; MEN, 93 PE RC EN T.)

G-1 889_____ . .  Import  sp ec ia lis t. ........................ . ..................... 40 37 3 92.5 7.5
G-1 890 _____ _. Custom s insp ector........ ....................... ............... 169 157 12 92.9 7.1

To ta l.. . 209 194 15

REGION IX — PO PU LA TIO N OF CA RE ER -LA DD ER  PO SITI ON S AS  OF SE PT . 30, 1972 

DULUTH D IS TR IC T

[Population occupancy: Women, 0 percent; men, 100 percent)

Percentage

Serie s Position title Total Men Women Men Women

G-1 889............. . .  Import sp ec ial ist_____ ..................................  5 5 0 100 0
G- 18 90 ............ . .  Customs insp ector ____ .................................. 22 22 0 100 0

To tal___ .................................. 27 27 0 . . .

MIL WAUKE E D IS TR IC T

[Population occup ancy:  Women, 0 percent; men, 100 percent]

G-1 889_____ . Import spe cia list ........... ........  4 4 0 100 0
G-1 890_______ Customs inspector____ 8 8 0 100 0

To tal .......................................................................................... 12 12 0 . .....................................

MINN EA PO LIS  D IS TR IC T

[Population occup ancy: Women, 10 percent; men, 90 percent]

G-1889______ . .  Import spe cia list .............................. ..............  10 9 1 90 10
G-1 890:_____ . . Customs ins pecto r._____ _______ ..............  11 10 1 91 9

T o ta l. .. ............... 21 19 2 . . .
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PE MBINA  DIST RICT

[Population occupancy: Women, 5 percent;  men, 95 percent]

G -1 8 8 9 .. . ..............Imp ort s p e c ia li s t. .. ................................................
G-1890..................... Customs inspector....................................................

6 5
36 35

1 86. 2 13. 8
1 97. 2 2 .8

Total 42 40 2 ...........................................

ST . LOU IS DIST RICT

[Population occupancy: Women, 5 percent; men, 95 percent]

G -1 8 8 9 .. .................Impo rt spec ialist................................................
G-1890......................Customs inspector....................................................

8 7 1 87.5  12 .5
12 12 0 10 0.0 0

Tota l.................................................................................................... 20 19



Appendix  5
EM PLOYMENT.OF.WOMEN ANO  MIN ORIT IE S AS OF MAR. 31, 1973— ONN I, ODALE, BNDD ONLY

All em 
ployees 

(n um - 
be r)

Women
All

minorit ies Black
Spanish

speaking
American

Indian Oriental

Nu m
ber

Per
cent

Nu m
ber

Per
cent

Num
ber

Per
cent

Nu m- Per- 
ber cent

Nu m- Per- 
ber cent

Nu m
ber

Per
cent

O NNI.............................. 40 15 37.5 4 10 .0 4 10 0
ODALE........................... 89 40 44.9 5 5 .6 3 3 .4 2 2 .2  .
BN DD ...............................  2,7 80 808 29 .1 408 14 .7 270 9 .7 111. 3 .9 5 0 .2 22 0 .8

Totals (3  orga-
n iz ati ons). .. .  2,9 09 863 29,6 417 14 .3 277 9 .5 113 3 .8 5 .2 22 .8
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A ppe n d ix  6

ADDEN DUM  TO  H E A R IN G  T R A N SC R IP T  FO R CO M M IT TEE ON  T H E  JU D IC IA R Y , 
CIV IL  R IG H T S O V E R SIG H T  SU B C O M M IT TE E

Since the date of the hearings before the subcommittee on May 10, 
1973, we have taken steps to establish full-time equal opportunity 
officers in each of our remaining five regions where they have not been 
previously authorized. Those regions are, Boston, Baltimore, Miami, 
Houston, and San Francisco. In each instance, the region has been 
notified tha t a full-time equal opportunity officer position must be 
established immediately.

EQUAL OPPORTUNITY STAFF, BUREAU OF CUSTOMS, AS OF MAY 31, 1973

Location Sex Race Job t itle

Washington, D.C.......................... ........._______ Ma le_____ . Negro.............. Director,  equal opp ortunity program.
Do____ ______ _____________ _______ Female___ .......... do............. Equal opp ortu nity  assistant.
Do_____ ___________________ _________ do_____ .......... do ............ Equal opportunity  officer.
D o ________________________ _________ do........... .......... do............. Secretary.

Region 1 -B ost on................................ _______ Ma le_____ _ Caucasian___ Equal opportunity  o ffice r (p ar t tim e).
Region 1 (- -New  York...... ................. . __________do_____ . Negro_______ Equal opportunity officer ( fu ll time).
Region t 1 -B alt im ore ___________ ....................d o.......... Ca uc as ian. ... Equal opportunity officer ( pa rt time).
Region 1 / -M ia m i__________ ____ _________ do ....................... d o ........... Do.
Region V— New Orleans..................... __________do.......... ............ do............. Equal opportunity  o fficer ( fu ll tim e).
Region \  1 —Houston_______ _____ . __________do.......... ..........-do__.......... Equal opportunity  o fficer (pa rt time).
Region V II— Los Angeles__________ .............. . . .d o _____ ............do ______ Do.
Region V II I— San Francisco_______ ...... ............. do......... ........._.do ............. Do.
Region IX—Chicago1 - . ...................... Full time.

1 Vacancy.
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